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This Agreement is made and entered into by and between Duke Energy Ohio, Inc. and 
Duke Energy Kentucky, Inc., hereinafter referred to as the "Company," and Local Union 1347 of 
The International Brotherhood of Electrical Workers, AFL-CIO, referred to hereinafter as the 
"Union." 

The Company and the Union recognize that in order for the parties to meet the challenge 
of competition, the need for long term prosperity and growth, and establish employment 
security, each must be committed to a cooperative labor management relationship that extends 
from the bargaining unit members to the executive employees. The Company and the Union 
agree that employees at all levels of the Company must be involved in the decision making 
process and provide their input, commitment, and cooperation to improving productivity and 
helping the Company become the lowest cost producer and highest quality provider of energy 
service. 

ARTICLE I 

Section 1. (a) The Company recognizes the Union, during the term of this Agreement, as A-22 
the sole and exclusive representative of the employees in the bargaining unit defined as "The 
Electrical Workers Unif' by the National Labor Relations Board in its Decision and Direction of 
Election dated August 12, 1944, for the purpose of collective bargaining with respect to rates of 
pay, wages, hours of employment and other conditions of employment. 

(b) All new employees shall be classified as probationary employees for a period of one (1) 
year. Employees with six months or more of continuous service are eligible to receive 
supplemental industrial accident compensation, supplemental jury duty pay and will be entitled to 
bidding rights to other job classifications. Further, probationary employees shall have no recourse 
to the grievance procedure as set forth in Article II, Section 1 for the first six (6) months of the 
probationary period. However, after serving six (6) months of the probationary period, probationary 
employees will have recourse to the grievance procedure for any non-discipline related grievances. 

Section 2. (a) This Agreement and the provisions thereof shall take effect on April 1, 2014 
and shall be binding on the respective parties hereto until April 1, 2017 and from year to year 
thereafter unless changed by the parties. 

(b) Either of the parties hereto desiring to change any section or sections of this Agreement 
and/or to terminate this Agreement shall notify the other party in writing of that intention at least 
sixty (60) days prior to April 1, 2017 or any subsequent anniversary date. If neither party gives 
such notice the Agreement shall continue from year to year. If such notice is given by either party 
the Agreement shall be open for consideration of the change or changes desired. Within fifteen 
(15) days from the date the first notice of intention to change is given by either party to the other, 
but not later than thirty (30) days prior to April 1, 2017 conferences shall commence for the 
purpose of considering the proposed changes. At the first such conference, each party will submit 
its proposed changes, in writing, to the other party. 

(c) In case of failure to reach an agreement on the changes desired by either or both 
parties, within a period of thirty (30) days following commencement of conferences, but in no event 
later than the renewal date of this Agreement, the changes shall be referred to arbitration as 
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provided for in Article II, Section 2 hereof. Either party desiring to avail itself of AiEit\-all~J~ J'!1lf;~ 
case shall notify the other party in writing of its desire to arbitrate and at the same time na~e its 
arbitrator. The parties mutually agree that there shall be no strikes, work stoppages, slowdowns or 
lockouts pending the decision of the arbitrators. The provisions of this paragraph shall not apply in 
the event either party gives written notice to the other party at least sixty (60) days prior to April 1, 
2017, of its desire to terminate the Agreement on April 1, 2017, if there remains at that time issues 
which the parties are unable to resolve. 

(d} In the event agreement is reached on or before March 31, the 2014 - 2017 Agreement 
will be extended for a mutually agreed number of calendar days. The Union shall have one-half of 
the mutually agreed number of calendar days immediately following the date an agreement is 
reached in which to submit the Agreement to its membership for ratification and in case of failure to 
ratify, in order that the Company shall have the remaining one-half of the mutually agreed number 
of calendar days as notice before a strike or work stoppage commences. Providing the mutually 
satisfactory Agreement is ratified by the membership within the first one-half of the mutually agreed 
number of days following the date an agreement is reached, such Agreement will be made 
retroactive to the 31st day of March. 

(e) It is agreed that this Agreement may be amended or added to at any time by written 
consent of both parties hereto. 

Section 3. The Union agrees not to admit to membership or permit to retain membership for 
collective bargaining purposes any foreman or supervisory employee of the Company who is not 
employed in a classification within the unit now represented by the Union. 

Section 4. (a) It is expressly understood and agreed that the services to be performed by 
the employees covered by this Agreement pertain to and are essential to the operation of a public 
utility and to the welfare of the public dependent thereon and in consideration thereof, as long as 
this Agreement and conditions herein be kept and performed by the Company, the Union agrees 
that under no conditions and in no event, whatsoever, will the employees covered by this 
Agreement, or any of them, be called upon or permitted to cease or abstain from the continuous 
performance of the duties pertaining to the positions held by them under this Agreement. The 
Company agrees on its part to do nothing to provoke interruptions of or prevent such continuity of 
performance of said employees, insofar as such performance is required in the normal and usual 
operation of the Company's property and that any difference that may arise between the above­
mentioned parties shall be settled in the manner herein provided. 

(b} The Company agrees that it will not attempt to hold Local Union 1347 of the International 
Brotherhood of Electrical Workers, financially responsible or institute legal proceedings against the 
Union because of a strike, slowdown or work stoppage not authorized, abetted or condoned by the 
Union. The Union agrees that any employee or employees who agitate, encourage, abet, lead or 
engage in such a strike, work stoppage, slowdown or other interference with the operations of the 
Company shall be subject to such disciplinary action as the Company may deem suitable, 
including discharge, without recourse to any other provision or provisions of the Agreement now in 
effect. 
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Section 5. (a) This Agreement covers all work done for the Company,AIBBl:JIHJ!INwo~t?(bJ 
. i"all" 16 o.f 57 

performed by Duke Energy Shared Services, Inc., by the employees of the occupauona1 
classifications in the unit defined as ''The Electrical Workers Unit'' by the National Labor Relations 
Board Order dated August 12, 1944, which is covered by this Agreement. The unit so defined shall 
retain jurisdiction over such work as was normally performed by it prior to March 31, 1945, but 
such jurisdiction shall not be expanded except by mutual agreement of the parties hereto or 
through due process under the National Labor Relations Act. 

Employees other than those covered by this Agreement shall continue to perform work 
normally performed by them prior to March 31, 1945, except where mutually agreed upon in 
specific instances as itemized in Departmental Rules of this Agreement. 

(b) Except in case of emergency, work regularly done by employees in a classification shall 
be restricted to such work as is normally assigned to that classification, or work of a basically 
similar nature. 

(c) Foremen's duties shall be restricted to direct supervision except in cases of emergency, 
for such incidental work as may occasionally be required or as may be otherwise outlined in the 
Departmental Work Rules. 

Section 6. The Company and the Union agree to meet and deal with each other through 
their duly accredited representatives on matters relating to hours, wages and other conditions of 
employment of the employees of the Company covered by this Agreement. 

Section 7. Respecting the subject of "Union Security," the parties mutually agree as follows: 

(a) All regular employees of the Company as of the ratification of this Agreement, who are 
not members of the Union shall not be required as a condition of their continued employment to 
join the Union. However, after April 1, 2014, all regular employees of the Company within the 
bargaining unit represented by the Union who are members of the Union, and who are not more 
than six months in the arrears with dues, or who may become members of the Union, shall be 
required as a condition of their continued employment to maintain their membership in the Union in 
good standing, subject to the annual ten day escape period hereinafter described. 

(b) The Union agrees that neither it nor any of its officers or members will intimidate or 
coerce any of the employees of the Company to join or become members of the Union, nor will 
said Union or any of its officers or members unfairly deprive any employee within the bargaining 
unit represented by the Union of union membership or of any opportunity to obtain union 
membership if said employee so desires. In this connection the Company agrees that it will not 
discriminate against any employee on account of activities or decisions in connection with the 
Union except as the same may become necessary on the part of the Company to carry out its 
obligations to the Union under this Agreement. 

(c) If a dispute arises as to the actual union status of any employee at any time as to 
whether or not the employee has been unfairly deprived of or denied union membership, the 
dispute shall be subject to arbitration, in accordance with the arbitration provisions of Article II, 
Section 2 of this Agreement. 

(d) Within thirty-one (31) days after the date of hire, all employees who are not members of 
the Union, except those employees mentioned in subsection (i) of this section, shall be required as 
a condition of continued employment to pay to the Union each month a service charge as a 
contribution toward the administration of this Agreement in an amount equal to the monthly dues 

3 



uniformly required by the Union Members. Such contributions shall be checkedAJifiS~jq~~J:~ 
written authority executed by the employee and remitted to the Union in the same manner as the 
dues of members. 

(e) The Company agrees to dismiss any employee at the written request of the Union for 
non-payment of union dues or service charges or to discipline employees represented by the 
Union in the manner herein provided for violation of this Agreement, if requested to do so in writing 
by the Union. Nothing in this clause, however, shall be construed so as to require the Company to 
dismiss or discipline any employee in violation of any state or federal law. 

(f) The Union agrees that any present or future employee who is now or may become a 
member of the Union may withdraw from membership in the Union between September 21st and 
September 30 inclusive of each year, by giving notice by registered or certified mail to the Labor 
Relations Department of the Company. After such withdrawal an employee shall not be required 
to rejoin the Union as a condition of continued employment. 

(g) The Company agrees that after proper individual authorizations by means of written 
individual assignments in a form mutually agreeable to both parties to deduct Union dues and 
service charges, and the original initiation fee from members' pay. This deduction shall be made 
once each month and shall be forwarded within seven calendar days to the authorized agent of the 
Union. 

(h) The Union agrees that in the event of any strike, work stoppage, slowdown, picketing or 
any other interference to the work or the operations of the Company by a group of employees in 
the bargaining unit represented by the Union this section of the contract is then and there and by 
reason thereof automatically canceled and of no further force and effect; provided, however, that 
the Company may, upon the presentation of proof satisfactory to the Company, within ten days 
thereafter, that the Union did not directly or indirectly authorize, permit, endorse, aid or abet said 
strike, work stoppage, slowdown, picketing or interference referred to, reinstate this section of the 
contract, which section, if reinstated will, from and after the date of reinstatement, be of the same 
validity, force and effect as if it had not been canceled. In this connection, it is the expressed 
intention of the parties that for the purpose of making this cancellation provision effective without 
affecting the other sections of the contract, this contract is to be considered a severable contract. 
Should the automatic cancellation of this section occur, it is the intention and agreement of the 
parties that all other sections and provisions of the contract remain in full force and effect as therein 
provided. The Company agrees that it will not deliberately arrange or incite such interference to 
the work or operations of the Company as are referred to in this section. 

(i) The Company agrees that all persons, before they are employed as regular employees 
in any classification within the unit represented by the Union, shall be required to signify in writing 
their voluntary willingness and intention to join the Union not later than thirty-one (31) days after 
their employment by the Company. 

Section 8. There shall be no discrimination, interference, restraint or coercion by the 
Company or the Union or their agents against any employee because of membership or non­
membership in the Union, because of lawful activities on behalf of the Union, or because of race, 
color, religion, sex or national origin or ancestry or for any other reason. References to the 
masculine gender are intended to be construed to also include the female gender wherever they 
appear throughout the Agreement. 
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Section 9. (a) Except where expressly abridged by a specific provision of tnl's~!l'ffu11t,7(hJ 
the Union recognizes that the management of the Company, the direction of the working f8r~M~~rs7 

the determination of the number of men it will employ or retain in each classification, and the right 
to suspend, discharge, or discipline for just cause, or hire, promote, demote or transfer, and to 
release employees because of lack of work or for other proper and legitimate reasons are vested in 
and reserved to the Company. 

(b) The above rights of Management are not all-inclusive, but indicate the type of matters or 
rights which belong to and are inherent to Management. Any of the rights, powers, and authority 
the Company had prior to entering this Agreement are retained by the Company, except as 
expressly and specifically abridged, delegated, granted or modified by this Agreement. 

(c) The Company may adopt or revise any work methods and procedures which are not in 
direct conflict with the provisions of this Agreement. The Company will notify the Union, in writing, 
of any new or revised Company work methods and procedures. Such new or revised Company 
work methods and procedures shall not be effective until such notice is given. 

(d) The foregoing three paragraphs do not alter the employee's right of adjusting grievances 
as provided for in Article II, Section 1 of this Agreement. 

(e) In order to avoid possible grievances, the Company will discuss in advance with the 
representatives of the Union, promotions, demotions, layoffs, transfers and rehiring of employees 
in all classifications governed by this Agreement, except in instances where the employee with the 
greatest length of classified seniority is selected for promotion, or the employee with the least 
classified seniority is selected for demotion or layoff. The Company agrees that the Department 
Management will notify in writing in advance or as promptly as possible the Master Steward or 
Business Manager of the Union of promotions, demotions or transfers of employees covered by 
this Agreement. 

(f) Except as herein provided, promotions, demotions, transfers or layoffs of employees 
covered by this Agreement made by the Company without discussion in advance with the Union 
representatives will not be considered permanent, until so discussed. 

Section 10. A copy of any letter constituting disciplinary action by the Company against any 
employee covered by this Agreement shall be furnished to the employee and the Union. In case of 
a grievance resulting from such a warning letter see Article II, Section 1. 

Section 11. Employees shall not be required to cross a picket line except to perform work 
which is necessary to provide the normal services of the Company. A supervisor shall make the 
necessary arrangements with the picketing Union involved for the employee to cross the picket 
line. Whenever possible, the supervisor will attempt to have the employee enter the property 
through a non-picketed entrance. 
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ARTICLE II ATTACHMENT TS-7(b) 
Page 19 of 57 

Section 1. GRIEVANCE PROCEDURE. (a) Any dispute or disagreement arising between A- 17 

an employee and the Company, or the Union and the Company may become the subject of a 
grievance. However, with respect to any claim or dispute involving the application or 
interpretation of an employee health, welfare or pension (including defined benefit, defined 
contribution and 401 (k) plans) plan, initially the Employee and the Union will make a good faith 
effort to resolve those disputes in accordance with the terms and procedures set forth in the 
relevant plan document and applicable laws. Additionally, should the content of any 
communication relating to employee benefits conflict with the terms of the relevant plan 
document, the terms of the plan document shall govern. The time limit for filing a grievance will 
be suspended as long as the Employee and the Union are pursuing the appeal processes in the 
benefit plans. 

Realizing the importance of avoiding delays in rendering decisions regarding grievances, the 
following procedure shall be followed. If after consultation between an employee covered by this 
Agreement and his or her immediate supervisor, the employee still feels that there is a grievance 
arising out of this Agreement, the avenue of adjustment for grievances shall be as follows: 

First Step 

An employee or the Union must file any grievance, involving wages, hours of work, conditions of 
employment, or of any nature arising out of this Agreement with the employee's supervisor. The 
grievance shall first be taken up with the supervisor involved, within 30 days of its occurrence or 
30 days from the time the employee or the Union became aware of the occurrence. The initial 
meeting shall be held between the supervisor and other management, the employee involved 
and the officially designated steward. Grievances in this step shall be answered verbally at the 
meeting or within 5 days of the conclusion of the meeting. The supervisor will also inform the 
Union of the appropriate management person to notify in the event that the Union wishes to 
pursue the grievance to the second step. 

Second Step 

If the parties are unable to resolve the grievance following the first step, within 1 O work days of 
the first step response, the Union may submit a written grievance to the management of the 
department designated in the first step. Department management will schedule a meeting with 
a small committee representing the Union within 20 workdays after receipt of the written 
grievance. The department management will render a written decision within 30 workdays after 
the date of the meeting. 

Third Step 

If the parties are unable to resolve the grievance following the second step, within 30 workdays 
of the second step response, the Union may notify the Labor Relations Department in writing of 
its desire to advance the grievance to the third step of the grievance procedure. The Labor 
Relations Department will schedule a meeting with the appropriate management representatives 
and a small committee representing the Union within 20 workdays after receipt of the written 
request. The Labor Relations Department will render a written decision within 30 workdays of 
the date of the third step meeting. 
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The procedure outlined in this section may be altered at the request of the UnioA1inAa•W~~~~ 
case by filing the grievance in writing initially at the second step of the grievance procedure. 

Employees engaged in the above grievance procedure during their working hours shall not suffer a 
loss of straight-time pay for that time. 

Section 2. ARBITRATION PROCEDURE. (a) If the parties are unable to resolve the 
grievance following the third step, the Union, within 30 workdays of receipt of the third-step 
response, may notify the General Manager, Labor Relations in writing of its desire to advance 
the grievance to arbitration. 

(b) Upon receipt of the Union's notification the parties will promptly petition the Federal 
Mediation and Conciliation Service (FMCS) for a panel of seven arbitrators and an arbitrator will 
be selected by the parties. In the event that no acceptable arbitrator appears on the panel of 
arbitrators submitted by FMCS either party may request an additional panel from FMCS. 

(c) The arbitrator so selected shall hold a hearing as promptly as possible on a date 
satisfactory to the parties. If a stenographic record of the hearing is requested by either party, 
the initial copy of this record shall be made available for the use of the arbitrator and the party 
requesting the records. The cost of this initial copy and its own copy shall be borne by the 
requesting party, unless both parties desire a copy. If both parties desire a copy they shall 
equally share the cost of the arbitrator's copy, and shall each bear the cost of any copies of the 
record they desire. 

(d) After completion of the hearing and the submission of the post-hearing briefs, the 
arbitrator shall render a decision and submit to the parties written findings that will be binding on 
both parties to the Agreement. 

( e) The arbitrators' and other joint expenses mutually agreed upon shall be borne equally 
by both parties. 

(f) Any grievance that is not taken to the next step within the time limits specified will be 
deemed to have been withdrawn and shall not set a binding precedent for any pending or future 
grievances. If at any step in the grievance procedure, the Company does not answer within the 
designated time frame, the Union may notify the Company of its desire to advance the 
grievance to the next step of the grievance procedure. Any time limits may be extended by 
written agreement between the parties. 

(g) The arbitrator shall have no authority to add to, detract from, alter, amend, or modify 
any provision of this Agreement. It is also mutually agreed that there shall be no work stoppage 
or lockouts pending the decision of the arbitrator or subsequent thereto. 

ARTICLE Ill 

Section 1. System Service shall date from the time an employee first earns compensation 
in the employ of the Company, except as such continuous service record may be lost in 
accordance with Item (h), Section 5 of Article Ill of this Agreement. 

Section 2. Division Seniority shall be the total seniority accumulated in a specific division. 
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S . 3 Cl "f" d s . . h II d t f h t" I . ATTACHMJ!<\:ST.TS-7(b) ect1on . ass11e enionty s a a e ram t e 1me an emp oyee 1s emp1oyt':lgelfl d'ls7 
specific classification. 

Section 4. For the purpose of this Agreement the Divisions of the Company shall be 
considered as follows: 

( 1 ) East Bend Station - Regulated Coal Fleet 

(2) Miami Fort Station - Midwest Commercial Generation 

(3) Combustion Turbines (Beckjord, 
Miami Fort and Dick's Creek) - Midwest Commercial Generation 

(4) Wm. H. Zimmer Station - Midwest Commercial Generation 

(5) Woodsdale Station - Regulated Coal Fleet 

(6) Operators - Midwest Field Operations 

(7) Substation - Midwest Field Operations 

(8) Test & Relay - Midwest Field Operations 

(9) Electric Trouble - Midwest Field Operations 

(1 O) Electric Meter - Midwest Field Operations 

( 11) Overhead Transmission and - Midwest Field Operations 
Distribution, Construction 

(12) Underground Cable and Equipment - Midwest Field Operations 

(13) SeNice Division - Midwest Field Operations 

(14) Power Delivery Warehouses - Midwest Operations 

(15) Generation Supply Chain - Midwest Warehouse Operations 

(16) Fleet Services - Enterprise Fleet and Meter Operations 

Section 5. (a) Company System Service shall be used to determine the amount of vacation 
an employee is eligible to receive. 

(b) There shall be no transfer of classified seniority rights for Power Operations' employees 
between the East Bend Station, the Miami Fort Station, the Walter C. Beckjord Station, the Wm. H. 
Zimmer Station and the Woodsdale Station. 

(c) The Company shall maintain an up-to-date seniority list of all employees in each 
Division. Such list shall show System Service and Classified Seniority of each employee and shall 
be posted in a place or places accessible to all employees in such Divisions. If exception is not 
taken to the list as posted within thirty (30) days from the date of posting the list shall be 
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considered as correct and no c~ange w.ill be made. thereafter except by mdt"fjgtC~~&~1~~ 
between the Company and the Union. Copies of these lists shall be forwarded to the Union. 

(d) An employee entering military service shafl continue to accumulate full system service 
and full seniority for the time specified by applicable laws provided that he returns with a certificate 
of satisfactory completion of his active service and applies for work within the time specified by said 
laws after his release from active duty. 

When a regular employee returns from military service, as defined in the previous 
paragraph of this section, he shall be given an opportunity and reasonable assistance to qualify for 
any job to which he would have progressed in the promotional sequence in which he was 
employed at the time of his entry into military service; and he will be promoted to that classification 
at the time he becomes qualified and provided he bids every opening in his promotional sequence 
at the time he becomes qualified after he returns from military service. His classified seniority shall 
then be adjusted. 

(e) Leave of absence may be granted, if requested in writing, to an employee with the 
written consent of the Company. Employees on leave of absence for Military Service, illness, 
injury, or Union business shall accumulate system service and seniority. Employees on leave of 
absence granted for any other reason shall not accumulate system service or seniority but system 
service and seniority already accumulated shall not be forfeited. Where a leave of absence is 
granted to any employee covered by this Agreement, the Company shall notify the Union in writing 
without delay. 

(f) Any member or members not to exceed three (3) members elected or employed by 
Local 1347 of the Union whose duties for the Local require their full time shall be granted a leave of 
absence by the Company for six (6) months and additional six (6) months' periods thereafter 
providing that each member is from a different promotional sequence or that the Company has 
granted permission for two (2) members to be from the same promotional sequence. On return to 
the employ of the Company such employees shall be employed at their previous classification or 
other higher classification within this unit for which they may be qualified. 

Employees on leave of absence who are employed full time by the Local Union shall be 
eligible to participate, at no cost to the Company, in the Medical Insurance programs and the 
Group Life Insurance program. 

(g) An employee losing time due to illness or injury shall be entitled, upon recovery, if 
physically and mentally qualified, to the position held prior to such accident or illness. 

(h) Employees will lose their system service and seniority who: 

(1) Quit of their own accord. If such employees should return to work with the 
Company on a full-time basis, those employees will recoup their system service 
seniority previously held before leaving the Company. 

(2) Is discharged for cause. 

(3) Fails to report their availability for work within three (3) scheduled working days, 
fails to report for work within seven (7) days after being recalled from layoff or fails 
to make other arrangements satisfactory to the Company within the first three (3) 
scheduled working days after notification. 
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ATTACHMENT TS-7(b) 
Page 23 of57 

Section 6. (a) Jn making promotions within the bargaining unit classified seniority, ability A-18 

and qualifica.tions shall be taken into consideration. Ability and qualifications being sufficient 
seniority shall prevail. Any employee promoted to a supervisory job outside the bargaining unit 
shall retain, for a period of nine months, all classified seniority accumulated up to the date of the 
promotion. Such seniority may be exercised, through the established bidding procedures, within 
the bargaining unit, should such job be jeopardized because of lack of work or any other reason 
except for dismissal for cause. If an employee, who was a supervisor for more than nine months, 
returns to the bargaining unit, he will receive a classified seniority date behind all incumbent 
employees in the job classification from which he originally promoted. No supervisor may return to 
a bargaining unit job classification, if it would result in the layoff or prevent the recall from layoff, of 
an employee represented by the Union. 

(b) In the event of a layoff or work force reduction, layoffs, demotions, and transfers shall be 
made on the basis of classified seniority within a promotional sequence in a department. An 
employee shall have the right to be returned to any starting level job classification previously held 
by him in the course of his employment with the Company if his seniority is sufficient to qualify him 
for such job and an opening or job vacancy exists. An employee does not recoup any classified 
seniority in those job classifications higher than the one to which he is assigned, despite the fact 
he may have previously worked in the higher job classifications, until he is permanently promoted 
to the higher job classification through the established posting procedure. For purposes of this 
paragraph, if an employee has not worked in a lower classification in his promotional sequence, 
he will be credited with classified seniority in each such lower job classification for all time worked 
in a job classification at the same or higher wage level within his promotional sequence. An 
employee, however, shall not have the right to be demoted or transferred to any classification in 
another promotional sequence which he has not previously held, except as provided in Article Ill, 
Section ?(f). Under no circumstances will an employee be permitted to arbitrarily select a job 
where no vacancy or job opening exists. 

(c) Except for temporary or probationary employees, the Company shall give not less than a 
28 calendar day advance notice to the Union of any general reduction in forces. 

(d) When increasing forces the Company agrees to recall employees previously laid off for 
lack of work. When recalling occurs it shall be done on the basis of classified seniority and no new 
employee shall be hired in that promotional sequence until all regular employees in that 
promotional sequence who have been laid off within three (3) years have been recalled or rehired, 
provided that such former regular employees are available for work and are qualified to perform 
the job. Such former employees shall make satisfactory arrangements for reporting to work in 
accordance with Article Ill, Section 5(h) (3) after notification through the United States Mail, or by 
telegraph, addressed to the address last given to the Company by the employee. A copy of such 
notice shall be given to the Business Manager at the time the notice is sent to the employee. 
Failure of the employee so notified to report to work or to supply a reason satisfactory to the 
Company for not doing so, within the time limit herein, shall be considered a waiver of re­
employment rights by the employee. Employees who are on a layoff status from the Company 
shall be considered for hire, before other applicants, on the basis of all of their Division Seniority, 
into bargaining unit job classifications for which they do not have a recall right for a period of three 
(3) years. 

(e) Should time constituting seniority of any two or more employees be equal, the respective 
seniority of such employees shall be determined by lot by the Union and the Company notified in 
writing by the Union. 
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ATTACHMENT TS-7(b) 

Section 7. (a) When an opening in a job classification covered by this Agreement i~"¥o2~er~-3 
filled, a notice shall be posted by the Company on all bulletin boards in the appropriate Division(s). 
A copy of such notice shall be mailed to the Business Manager of the Union. This notice shall be 
posted two weeks before the opening is permanently filled. This period of posting may be reduced 
to seven (7) days provided that any employees with greater seniority who may be off duty during 
the entire seven (7) day posting period are notified of the posting by a copy of the posting notice 
mailed, by registered or certified mail, to their home address on record with the Company. Where 
a notice is posted as provided above and the opening has not been filled sixty (60) days after the 
closing date of the posting, it shall be invalid and a new posting made before the opening is 
permanently filled. This shall not preclude the management from filling the opening by assignment 
if no qualified bids are received on the first posting of the opening. This procedure may be 
modified in departmental rules where mutually agreed upon. 

(b) Subject to the approval of the Company and the Union any employee may waive his 
right to promotion or temporary advancement either within or outside the bargaining unit if such 
waiver does not prevent other employees from acquiring experience in the job held by him. Such 
waiver must be submitted to the Company and the Union in writing at least seven (7) days in 
advance. A request for withdrawal of such a waiver must be submitted in writing. 

(c) When an employee waives his right to a position, the next employee shall be entitled to 
such position, on a seniority and sufficient qualification basis, and so on until the position is filled. 

(d) An employee waiving his right under this provision cannot later claim that particular job 
as a seniority right; however, the employee making such waiver shall not prejudice his right to 
accept future vacancies or positions that may occur, on a basis of his classified seniority and 
qualifications. 

(e) An employee permanently established in a classification under the provisions of this 
section of the Agreement shall not be replaced later by an employee who may have developed 
sufficient seniority or qualifications. 

(f) Any Union employee who may make application to the Company for transfer to a 
starting job represented by the Union for which the employee may be equally suitable to other 
candidates as determined by the Company, will be given preference before an employee 
transferring from outside the Union or a new employee is hired for the job. Anyone transferring as 
provided herein shall not receive a reduction in rate unless the employee's rate of pay exceeds the 
maximum rate of the job to which the employee is transferred. In such case the employee's rate 
shall be reduced to the maximum rate of that job. For the first six (6) months after an employee 
transfers from outside the Union, the employee may be discharged without recourse to the 
grievance procedure of this Agreement. 

(g) When an opening occurs in a job classification, employees already in that job 
classification within the Division may exercise their seniority rights to cross bid for the particular 
opening. The employee already in the job classification within the Division who cross bids and who 
can qualify will be selected; however, only one cross bid will be allowed. When an opening has 
been filled in accordance with the procedure outlined above, the resultant openings will be filled by 
promotion of employees from the next lower job classification in the particular promotional 
sequence in accordance with the provisions of this Agreement. An employee shall not have the 
right to bid on a demotion but may request in writing consideration for a demotion. 
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The procedure outlined above is not applicable to those Divisions where thet1iU1!fPMl~~stMik~~ 
system is in use. In the Divisions where multiple posting is used, the employees are perm1Ml'cf'to 
submit their applications for promotion or cross bid in advance of an opening. An employee shall 
not have the right to bid on a demotion but may request in writing consideration for a demotion. 
When openings occur, they will be posted on the bulletin boards at the various headquarters within 
the appropriate Division(s). In the Divisions where multiple posting is used and job openings exist 
cross bids will be permitted at each job classification level before promotions are made and until 
the posting is completed. 

This Section of the Agreement shall not be interpreted in such a way as to enable 
employees to utilize seniority in the selection of a particular shift, working crew or job assignment, 
but supervisors may make such assignments on the basis of an employee's request with 
consideration to the requirements of the job to be filled and the seniority of the employee. 

(h) All new employees and all employees transferring from other bargaining units into a job 
classification represented by the Union shall be classified as probationary employees for a period 
of one (1) year and shall have no system service and seniority rights during that period. After one 
(1) year continuous service as a probationary employee, such employees shall be classified as 
regular employees and their system service and seniority record shall include their previous 
employment as probationary employees and any other previous employment to which they are 
entitled. The Company shall have the right to lay off or discharge probationary employees for 
cause and there shall be no responsibility for re-employment of such employees after they are 
discharged or laid off during the probationary period. 

(i) Employees hired for a specific temporary project of limited duration shall be classed as 
temporary employees and shall not acquire system service or seniority rights. The Union shall be 
notified in writing of the hiring of such employees and of the project and probable duration for which 
they are employed. The Union shall be notified in writing of any change in the employment status 
of such employees. 

Section 8. An employee, when permanently assigned to a job classification and qualifying 
in all respects with the exception of time spent in the preceding classification as required in the 
qualification section of the job description, shall be considered as having the equivalent of such 
required time. 

ARTICLE IV 

A-41 Section 1. VACATIONS. (a) Vacations for hourly rated employees will be granted with pay 
during the calendar year in which they complete the specified number of years of service on the 
following basis: 

(1) Employees with less than one (1) year of service with the Company shall be 
entitled to one (1) day of vacation for each month worked, with a maximum of ten (10) days total. 

(2) Employees with one (1) year of service with the Company shall be entitled to a 
vacation of two (2) weeks. 

(3) Employees with seven (7) or more years of service with the Company shall be 
entitled to a vacation of three (3) weeks. 
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(4) Employees with fifteen (15) or more years of service with the Cc1Ji~WyMI'@~~~~~ 
entitled to a four (4) week vacation or, if required to work by the Company, payment of one week's 
wages (forty hours at straight time) in lieu thereof for the fourth week. 

(5) Employees with twenty-one (21) or more years of service with the Company shall 
be entitled to a five (5) week vacation or, if required to work by the Company, payment of one 
week's wages (forty hours at straight time) in lieu thereof for the fifth week. 

(6) Employees with thirty-two (32) or more years of service with the Company shall be 
entitled to a six (6) week vacation or, if required to work by the Company, payment of one week's 
wages (forty hours at straight time) in lieu thereof for the sixth week. 

(b) The normal vacation period shall be from Memorial Day to September 30, inclusive. An 
employee who is eligible for more than a two (2) week vacation may be required to take the 
vacation in excess of two (2) weeks outside the normal vacation period. 

(c) An employee accrues entitlement to 1/12 of their current year's vacation for each month 
the employee is employed during the current calendar year or is on STD, or leave of absence. Any 
employee leaving the Company's service during any calendar year shall receive payment for any 
unused portion of accrued vacation for that current year, except that the maximum vacation payout 
for unused vacation, including vacation bank, cannot exceed 22 weeks of straight-time pay. Active 
employees may use current year vacation at any time during the year as approved by supervision. 

(d) In order for an employee to qualify for a vacation, the employee must have been on the 
Company payroll as a full-time regular or probationary employee on the last day in the calendar 
year previous to the vacation, and must have been available whenever necessary for the Company 
medical examinations and reports. 

( e) Every effort will be made to grant vacation at a time suitable to the employee, but ~:~~ 
should the number leaving on vacation in any one period handicap the operations of the Company, 
the Company reserves the right to limit the number receiving vacations. Preference for vacations 
shall be granted within a classification at a headquarters on a system service basis within the 
bargaining unit. 

Vacations must be selected for full weeks. However, an employee entitled to two or more 
weeks of vacation in a calendar year may arrange to take five days of that vacation in one-day 
increments. Requests for these days must be made at least five calendar days prior to the 
date requested and must be approved by supervision. However, because of ex1enuating 
circumstances, a day off with less than a five calendar day notification may be approved by an 
employee's supervisor. An employee entitled to five or more weeks of vacation in a calendar year 
may arrange to take ten days of that vacation in one-day increments. However, because of 
extenuating circumstances a day off may be taken with less than the five calendar day notification 
with approval by supervision. Requests for at least five of these ten days must be made five or 
more calendar days prior to the date requested and must be approved by supervision. The 
Company reserves the right to limit the number of employees who can be off on a specific day and 
may, but cannot be required to, grant a one day increment on a work day preceding or following a 
holiday or other vacation. Such one-day increments must be utilized before an employee's 
scheduled vacation in a particular year is exhausted. 

(f) The estate of an employee who dies shall receive all current year vacation pay earned in 
accordance with Article IV, Section 1 (a). 
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ATTACHMENT TS-7(b) 
Page 27 of 57 

(g) Time lost because of a leave of absence due to injury or illness shall not be consiCfered 
as a break in continuous service, providing the employee is available whenever necessary for the 
Company medical examinations and reports during the le'ave of absence. Vacation will be granted 
in accordance with Article IV, Section 1 (d). 

(h) Employees returning from military service in a subsequent calendar year will receive 
all vacation pay they have earned in accordance with Article IV, Section 1 (a). 

(i) When a holiday falls within an employee's vacation such employee shall receive either 
eight (8) hours additional pay to compensate for the loss of such holiday or one additional vacation 
day shall be allowed immediately before or immediately after the vacation period at the discretion 
of the Company. 

An employee leaving the Company, except due to retirement, will not receive holiday pay 
for a holiday which occurs after the employee's last day worked. 

An employee leaving the Company due to retirement and drawing vacation pay will receive 
eight (8) hours straight time holiday pay in addition to regular vacation pay when a holiday falls 
within the vacation pay period. 

U) An employee required by the Company to work during his normal vacation period shall 
be paid at his regular rate for all such time worked as provided in this Agreement and in addition 
shall receive such pay as he would normally have received for the vacation period. 

The Company will not require an employee to work during his scheduled vacation period 
unless the absence of such employee would jeopardize the maintenance of continuous service by 
the Company. The Company agrees to notify the Union in writing of each instance where an 
employee is required to work during his scheduled vacation, outlining the nature of the emergency 
requiring such action. 

(k) Any employee who becomes legitimately ill immediately before his scheduled vacation ~:~2 
shall not be required to take his vacation during such an illness. If, however, an employee A-66 
becomes ill after his vacation period has begun he shall not be entitled to sick pay during his 
vacation period. All vacations will be taken within the calendar year that they become due, except 
for vacation the employee or the Company deposits in the employee's retirement vacation bank or 
unused vacation time that an employee carries over. An employee may carryover unused vacation 
hours from one calendar year to the next not to exceed eighty (80 hours. Vacation bank time and 
unused vacation carry-over time will be paid to the employee upon termination of employment. 

An employee's vacation will start when the employee is released from duty on his last 
regularly scheduled working day prior to the scheduled vacation, and shall end at the start of his 
first regularly scheduled working day following the scheduled vacation. However, prior to the 
beginning of his scheduled vacation, an employee may indicate, in writing to his supervisor, that he 
desires to be considered for work on what would have been normal off days at the beginning or 
end of his scheduled vacation. 

Section 2. (a) An employee who has completed six months of continuous service shall be 
entitled to four compensated personal days off each calendar year. Requests for personal days 
must be made at least four calendar days prior to the date requested and must be approved by 
management. However, because of extenuating circumstances, a day off with less than a four 
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calendar day notification may ?e appro~e.d by an employee's supeNisor. Arrartd'Jfh'e~~JarJl!Ji~~ 
personal days must be made with supeN1s1on on or before November 1 of each year or it shall be 
lost. The Company reseNes the right to limit the number of employees who can be off on a 
specific day. If a personal day is not used during a year, it shall be lost and no additional 
compensation shall be granted. 

(b) An employee who has completed six months of continuous seNice shall be entitled to 
one compensated Diversity Day off each calendar year. Requests for this day must be made at 
least four calendar days prior to the date requested and must be approved by management. 
However, because of extenuating circumstances, less than a four-calendar day notification may be 
approved by an employee's supeNisor. The Company reseNes the right to limit the number of 
employees who can be off on a specific day for business needs. However, every effort will be 
made by supeNision to honor an employee's request for this Diversity Day. If the Diversity Day is 
not used during a year, it shall be lost and no additional compensation shall be granted. 

Section 3. ABSENCE DUE TO SICKNESS OR ACCIDENT. (a) Regular employees who A-7 

are actively working on January 1, regular employees who return to work from an authorized 
extended absence on or after January 1, probationary employees who become regular employees 
on or after January 1, shall be paid as gross wages, for absent time due to bona fide illness or 
injury, a maximum annual amount equal to 40 hours at their regular Straight Time Pay. Such 
payment shall be made by the Company on the nearest practicable regular payday following the 
date such employee becomes eligible. 

(b) After an employee has been continuously disabled, subject to medical determination, 
and unable to return to work for more than seven consecutive calendar days, the employee will 
receive Short Term Disability compensation in accordance with the following table for up to 
twenty-six (26) weeks or until the employee is able to return to work, whichever occurs first. During 
the seven consecutive calendar day waiting period, it is intended that no employee will incur a loss 
of more than forty hours of straight time pay. 

The administration of Short Term Disability compensation will be as follows: 

Maximum Weeks at 100% 
Years of Pay per Rolling 24 Weeks at 
Service Months 66 213% Pav 
0-1 None All 
1-5 10 Balance 
6-10 15 Balance 
11-14 20 Balance 
15-20 26 Balance 
21 or more All N/A 

For example, if a 14-year employee is on leave in January for 15 weeks and then another 15 
weeks in March of the following year, the first illness and five weeks of the 2"d illness will be paid 
at 100%. The remainder of the weeks will be paid at 66 213%. 

Failure to present a certificate from a physician licensed to practice medicine prior to the end of 
the seventh (7th) consecutive calendar day or failure to provide a legitimate excuse will cause 
the employee's Short Term Disability to be denied until the time such certificate is received. 

15 



(c) After an employee has been continuously disabled, subject to m~dica'!T(J~!Sf~~~~~~ 
and is unable to return to work for more than twenty-seven (27) consecutive weeks, an~ has 
exhausted Short Term Disability Benefits, the employee will receive Long Term Disability benefits 
as described in the Company's Long Term Disability Plan Description. ' 

(d) In order to facilitate the scheduling of the work forces, an employee who will be absent 
from work is expected to notify the Company as soon as possible. Unless an employee submits a 
legitimate excuse for not reporting the cause of his absence before the end of the first scheduled 
working day of such absence, the employee's claim for Short Term Disability shall not begin until 
such notice is received. 

(e) No wages will be paid under Article IV, Section 3 for illness caused by use of drugs, 
intoxication, or willful intention to injure oneself or others, by the commission of any crime by the 
employee, procedures not covered by the medical plan, the employee's refusal to adopt remedial 
measures as may be commensurate with the employee's disability or permit reasonable 
examinations and inquiries by the Company as in its judgment may be necessary to ascertain the 
employee's condition. 

(f) The Company agrees that on an employee's return from illness, or disability of any kind, A-11 

an effort will be made to find a less strenuous type of work for such employee until such time as 
the Company's and the employee's physician agree that he is capable of taking up his former 
duties. During this temporary period the employee shall be paid his regular classified rate of pay. 

(g) If employees with twenty-five (25) or more years of service become physically unable to 
satisfactorily and safely perform the regular duties of their classification, an effort will be made by 
the Company to find work of a less strenuous nature for which they are qualified and to which the 
employees will be retrogressed. At the time of their assignment to a job of a lower classification 
their hourly wage rate will be reduced by ten cents (10¢) per hour and at six month periods will be 
reduced by ten cent (10¢) steps until their hourly wage rate conforms to the maximum hourly wage 
rate of the job classification to which they are assigned. 

(h) If employees with twenty (20) to twenty-four (24) years of service become physically 
unable to satisfactorily and safely perform the regular duties of their job classification, they may 
request a demotion to a lower classification requiring work of a less strenuous nature for which 
they are qualified to perform. If such a demotion is granted by the Company, these employees will 
be assigned to a lower classification and will have their hourly wage rate red-circled until it is equal 
to the maximum hourly wage rate of the job classification to which they have been demoted. 
Employees whose wages have been red-circled and who subsequently achieve twenty-five (25) 
years of service will become retrogressed in accordance with paragraph (g) above. 
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If employees with less than twenty (20) years of service become physlCifll~P~Tefu!\d<hJ 
satisfactorily and safely perform the regular duties of their job classification, they may reqtf~sf 'l-f 57 

demotion to a lower classification. requiring work of a less strenuous nature for which they are 
qualified to perform. If such a demotion is granted by the Company, these employees will be' 
assigned to a lower classification and will have their hourly wage rate red-circled at 50% of the 
differential between the maximum wage rate of the job classification to which they are demoted 
and their former job classification. Two years after being assigned to the lower paying job, the 
employee's wage rate will be reduced to the maximum wage rate of the employee's current job 
classification. 

Section 4. INDUSTRIAL ACCIDENTS. (a) An injured employee who is unable to work 
because of an industrial accident will be paid a supplement in an amount equal to 100% of their 
weekly wage (40 hours), less the state mandated compensation. This supplemental industrial 
accident compensation will begin after an initial seven (7) calendar day waiting period and will 
continue for not more than twenty-six (26) weeks of continuous disability. However, if an industrial 
accident disability continues for fourteen (14) or more calendar days, the employee will receive this 
supplemental industrial accident compensation for the initial seven (7) day waiting period. 

(b) An injured employee who has been continuously disabled due to an industrial accident, 
subject to medical determination, and is unable to return to work for more than twenty-six (26) 
consecutive weeks, and has exhausted Short Term Disability benefits, will receive Long Term 
Disability benefits as described in the Company's Long Term Disability Plan Description. 

Section 5. SURPLUS EMPLOYEES. Should an employee be declared a surplus 
employee, an effort will be made by the Company to find another job classification for which the 
employee is qualified. An employee assigned to a job of a lower classification as a result of his 
being a surplus employee will maintain his present hourly rate until the maximum hourly wage rate 
for the job classification to which he has been assigned is equal to the employee's present hourly 
wage rate or until the employee is promoted into a job opening for which he is qualified. 

ARTICLEV 

Section 1. (a) Definitions of Workers: 

Day Worker - An employee whose Regular Scheduled Work Period falls between the hours 
of 6:00 a.m. and 6:30 p.m. and whose Regular Scheduled Work Week does not vary. 

Straight Shift Worker - An employee whose Regular Scheduled Work Period does not vary, 
but whose Regular Scheduled Work Week varies according to a prearranged schedule. 

Fixed Shift Worker - An employee whose Regular Scheduled Work Period and whose 
Regular Scheduled Work Week do not vary but who may work any of three shifts. 

Modified Shift Worker - An employee whose Regular Scheduled Work Period varies but 
whose Regular Scheduled Work Week remains constant. 

Rotating Shift Worker - An employee whose Regular Scheduled Work Period and Regular 
Scheduled Work Week both vary according to a prearranged schedule. 
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{b) These definitions attempt to define the types of schedules of the emplo-tee~.'l·eP,-~bJ 
is not meant to limit the hours that an employee may be scheduled by existing practices or"fMJre 

57 

schedules that may be developed by mutual agreement of the parties. 

(c) The Regular Scheduled Work Period for Day Workers, Straight Shift Workers, Fixed A-43 
Shift Workers, and Modified Shift Workers will consist of eight (8) or ten (10) consecutive hours 
exclusive of the lunch period. 

(d) The Regular Scheduled Work Period for Rotating Shift Workers shall be eight (8) or ten 
(10) consecutive hours comprising his regularly scheduled shift, except where modified by the 
Work Rules. 

(e) For payroll purposes, the regular Work Week for all workers shall begin at midnight 
Sunday, and employees working on a shift beginning two (2) hours or less before midnight will be 
considered as having worked their hours following midnight.* 

*For exceptional shifts varying more than two (2) hours from a midnight origin or termination 
and where the shift overlaps from one day into another day the time shall be reported and paid for 
on the basis of the calendar day in which the shift begins, except on a holiday. Where a shift 
overlaps by more than two (2) hours from one day into another on a holiday, the time shall be paid 
for on a calendar day basis which will begin and end at the respective midnight periods. 

Schedules for all employees will be based on the time prevailing in the City of Cincinnati. 

(f) The Regular Scheduled Work Week for Day Workers, Fixed Shift Workers and for 
Modified Shift Workers shall begin on Monday and shall consist of five (5) consecutive days from 
Monday to Friday, inclusive, except as otherwise mutually agreed to by the parties. 

(g) The Regular Scheduled Work Week for both Straight Shift Workers and Rotating Shift 
Workers shall begin on Monday and end on Sunday. 

(h) Off-days for both Rotating Shift Workers and Straight Shift Workers shall be consecutive 
but not necessarily in the same work week. 

(i) Time and one-half shall be paid for overtime; for all time worked outside of the Regular 
Scheduled Work Day; for all time worked on a scheduled off-day, except the second {2nd) off-day. 

Time and one-half shall be paid for the first eight (8) hours worked on a holiday in addition 
to Holiday Pay. 

0) Double time shall be paid for the time worked on an employee's second scheduled off­
day. Day workers and employees who work four (4) day ten {10) hour schedules between the 
hours of 6:00 a.m. and 6:30 p.m. only, will have Sunday as their double time day. 

Double time shall be paid for all time worked in excess of eight (8) hours on a holiday. 

Emergency Work 

Time and one-half shall be paid for all emergency time worked for other utilities at their 
respective operating locations. Emergency work performed at any location or facility owned and/or 
operated by the Company, or its parent and related subsidiaries/affiliates shall be paid as follows: 
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ATTACHMENT TS-7(b) 

For continuous emergency work performed at any location or facility owned and/or o~e'ta1~d'° 57 

by the Company, or its parent and related subsidiaries/affiliates, for which the employees depart 
from their home headquarters and return back to the home headquarters thereafter without an 
overnight lodging stay, the straight time rate will be paid during regular working hours. The rate of 
time and one-half will be paid for hours of continuous work over the regularly scheduled hours. 
After 16 consecutive hours of work, subsection (k) will apply. 

For emergency work performed at any location or facility owned and/or operated by the 
Company, or its parent and related subsidiaries/affiliates, that requires a lodging stay away from 
home, on the first day of the assignment the straight time rate will be paid during regular working 
hours and the time and one-half rate will be paid for hours of continuous work over the regularly 
scheduled hours. Beginning with the second day and for the remaining consecutive days of such 
an assignment, the rate of time and one-half will be paid for all hours worked. After 16 consecutive 
hours of work, subsection (k) will apply. 

(k) Employees required to work more than 16 consecutive hours will be paid double time 
for all time worked in excess of, and contiguous with, the 16 consecutive hours. 

(I) In no case will an employee be forced to take time off in lieu of overtime. Should an 
employee elect not to work during his Regular Scheduled Work Day he shall not receive pay for 
such time. A Day Worker's Regular Scheduled Work Day may be changed, at the applicable 
premium rate of pay, for projects or operations that exceed one (1) day's duration. 

(m) The Company shall be the sole judge as to the necessity for overtime work and the 
employee shall be obligated to work overtime when requested to do so. Overtime shall be divided 
as equally and impartially as possible among all employees within a job classification of a 
headquarters or as may be contained in the work rules unless an employee designates, in writing, 
that he does not wish to be called for overtime. Such waiver does not excuse an employee from 
overtime work when requested to do so. Overtime lists showing overtime hours paid for and 
overtime hours waived shall be posted weekly on the Company bulletin boards in each 
headquarters. 

(n) Employees temporarily upgraded to a job classification shall not be scheduled to work 
planned overtime when a qualified employee established in the job classification in that 
headquarters is available for work. 

(o) When an employee changes headquarters or job classifications, the total of his overtime 
hours, including overtime hours worked or waived, will be canceled. The employee will then be 
charged with the same number of hours as the average of combined overtime hours worked and 
waived by all employees within that classification at the headquarters. When averaging overtime, 
omit the hours of any ill or injured employee whose hours have dropped below the lowest man for 
the group. Upon his return to work, his hours will not be included in the average until they are 
equal to those of the lowest man in the classification. However, an employee who is off work due 
to an injury or illness for 90 consecutive calendar days or more will have the option, upon returning 
to unrestricted duty, of being averaged in as described above on the current overtime list. 

(p) The Union recognizes the need for shift work and weekend work in order to provide for 
continuous operation. Premium rates will apply as set forth in Article V, Section 1, (i), U) and (k). 
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(q) The Company reserves the right to temporarily change the schedule dfTal\f~ofp~<h,.·23 
upon notice to the employee of not less than forty-eight (48) hours, subject to the exce~fion'lf 57 

outlined in the Departmental and Divisional Working Rules in Exhibit A of this Agreement. 

(r) The hours of any employee assigned to a training program may be adjusted to a uniform 
day schedule so that all employees involved in a particular program will be working on a consistent 
schedule. 

Section 2. It is agreed that the Scheduled Work Week shall consist of five (5) eight-hour or 
four (4) ten-hour days and forty (40) hours per week. 

Section 3. (a) The following days are observed as regular holidays which will be recognized A-64 

on the indicated dates. The Company may change the date for recognizing a holiday if the date 
indicated is changed by a legislative enactment or if the prevailing community practice is not 
consistent with the indicated date. 

Holiday 

New Year's Day 
Memorial Day 
Independence Day 
Labor Day 
Thanksgiving Day 
Day after Thanksgiving 
Christmas Eve 
Christmas Day 

Date Recognized 

January 1 
Last Monday - May 
July4 
First Monday - September 
Fourth Thursday - November 
Friday after Thanksgiving 
December 24 
December 25 

(b) If the recognized date of a holiday occurs on a Saturday or Sunday the Company will 
have the option of observing that holiday on another date which the Company determines to be 
consistent with the community practice or paying eight (8) hours of regular straight time pay in 
lieu thereof for the holiday. 

(c) Regular employees whose duties do not require them to work on holidays will be paid 
straight time; regular employees who are required to work on a recognized holiday for a period of 
four (4) hours or less not contiguous with hours worked into or out of the holiday will be paid for 
four (4) hours at time and one-half in addition to their straight time holiday pay. Employees who 
are required to work on a recognized holiday for more than four ( 4) hours not contiguous with 
hours worked into or out of the holiday but less than eight (8) hours will be paid for eight (8) hours 
at time and one-half in addition to their regular straight time holiday pay. Employees required to 
work on a holiday which is also their second off day will be paid at the rate of double time for the 
first eight (8) hours worked on the holiday. Employees who are required to work beyond their 
regularly scheduled work day on a recognized holiday or on the actual calendar date of the New 
Year's Day, Independence Day, Christmas Eve or Christmas Day holidays will be paid at the rate 
of double time for all such work in excess of their regularly scheduled work day. Employees must 
work either their full scheduled day before, or their full scheduled day after a holiday to be entitled 
to receive holiday pay. 

(d) An employee will not be compensated for travel time on a call-out which occurs on a 
regular holiday. 

20 



(e) Employees who are on a four (4) day-ten (10) hour schedule will receivtltW~I'fibIW.~i 
of straight time pay if a holiday falls within their regular scheduled work week but they aW' "rial 
required to work the holiday. Employees whose regular scheduled work week does not include the 
paid holiday will receive eight (B) hours of straight time holiday pay. 

Section 4. (a) An employee called out for overtime work shall receive a minimum of four (4) A-?o 

hours' pay at time and one-half, and double time if on an employee's second scheduled off-day. 

(b) Employees called out, ahead of their regularly scheduled starting time, for other than 
planned overtime, shall be paid a minimum of four (4) hours at the appropriate overtime rate. A 
call-out shall be defined as notice to report for unscheduled work given to an employee by 
telephone or messenger after he has left his headquarters or place of reporting. Travel time of 
one-half hour each way, at the appropriate overtime rate of pay, will be allowed on a call-out when 
such call-out exceeds four ( 4) hours of continuous work that is not contiguous with a regularly 
scheduled shift. Employees will not be compensated for any travel time on a call-out when the 
employee is not released from work before his regularly scheduled shift, nor will travel time be 
allowed when overtime is worked continuously at the end of a regularly scheduled shift. 

An employee shall be compensated for two (2) hours, at the straight time rate, if before 
reporting to work, a call-out overtime assignment is canceled later than one (1) hour after the 
original notification. 

(c) Planned overtime shall be defined as time worked upon notice to an employee given 
before leaving his headquarters or place of reporting, or in case of an off-day, during or before 
what would have been his scheduled hours on that day, that he is to report outside of his regular 
schedule on any succeeding day. Such time worked shall be paid for at the appropriate overtime 
rate but not for less than four (4) hours unless such planned overtime extends into or directly 
follows the employee's regularly scheduled work day, when it shall be paid for at the appropriate 
overtime rate for the actual hours worked. 

(d) When planned overtime is canceled, notice shall be given before an employee leaves 
his headquarters or place of reporting, or by telephone during or before what would have been his 
scheduled hours on the day preceding the planned overtime. 

(e) An employee, who is scheduled for planned overtime and who is not notified of the 
cancellation of the planned overtime, within the prescribed period of time, but is notified by 
telephone before he reports for work, or cannot be notified by telephone and reports for work, shall 
receive two (2) hours pay at straight time. If planned overtime is rescheduled to begin more than 
eight (8) hours after the original starting time, the employee shall receive two (2) hours pay at 
straight time. 

Section 5. (a) Except as otherwise provided, when performing work within the southwest A-s 
Ohio and northern Kentucky (DEO/DEK) service territories, employees, required to work ten 
consecutive hours (excluding time taken out for meals), shall be furnished a meal compensation 
allowance and an additional meal compensation allowance for each contiguous five hour interval 
worked thereafter until released from duty. Employees who work a four day-ten hour schedule 
shall be furnished a meal compensation allowance whenever they work one hour or more in 
excess of their normal work day, and an additional meal compensation allowance for each 
contiguous five hour interval worked thereafter until released from duty. 
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Except as otherwise provided, when performing work outside the sout~~~Ta'f*:J7(b) 
northern Kentucky (DEO/DEK) service territories, employees required to work ten conse'Llrlfi~t 57 

hours (excluding time taken out for meals), shall be furnished a meal, or compensation in lieu 
'thereof, and an additional meal, or compensation in lieu thereof, for each contiguous five hour 
interval worked thereafter until released from duty. Employees who work a four day-ten hour 
schedule shall be furnished a meal or compensation in lieu thereof whenever they work one hour 
or more in excess of their normal work day, and an additional meal, or compensation in lieu 
thereof, for each contiguous five hour interval worked thereafter until released from duty. 

(b) When employees are called out to perform work within the southwest Ohio and northern 
Kentucky (DEO/DEK) service territories, on either their scheduled off day, or four or more hours 
before their regularly scheduled starting time, they shall be furnished a meal compensation 
allowance for each contiguous five hour interval worked even though they work into their regularly 
scheduled work day. 

When employees are called out to perform work outside the southwest Ohio and northern 
Kentucky (DEO/DEK) service territories, on either their scheduled off day, or four or more hours 
before their regularly scheduled starting time, they shall be furnished a meal, or compensation in 
lieu thereof, for each contiguous five hour interval worked even though they work into their 
regularly scheduled work day. 

(c) Employees scheduled to work a double shift within the southwest Ohio and northern 
Kentucky (DEO/DEK) service territories (two consecutive eight hour shifts on different work days) 
shall be entitled to meal compensation allowances during this 16 hour period. 

Employees scheduled to work a double shift outside the southwest Ohio and northern 
Kentucky (DEO/DEK) service territories (two consecutive eight hour shifts on different work days) 
shall be entitled to meals, or compensation in lieu thereof, during this 16 hour period. 

(d) The meal compensation allowance referred to throughout this Agreement shall be as 
follows: 

Current Effective 5/5/2014 

$11.00 $11.25 

Section 6. Excluding planned projects and appointments prompted by customer requests, 
no field construction, field maintenance or routine customer service work shall be performed by 
employees included in this Agreement on actual calendar holidays for Labor Day, Thanksgiving 
Day and Christmas Day, except that which is necessary to protect life, property or continuity of 
service or as outlined in the Department and Division Working Rules in Exhibit A of this 
Agreement. 

Section 7. Pay-day for employees covered by this Agreement shall be on Friday of every 
other week. When it is reasonably possible, checks will be delivered to the employees not later 
than quitting time on Thursday. 

Section 8. (a) When conditions require that an employee shall work at such a distance A·49 

from his regular headquarters that returning to his headquarters each day would be impracticable, 
the Company at its option shall either provide transportation, meals and lodging or reimburse the 
employee a reasonable amount for expenses incurred. If such an employee is not required to 
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work on his regular off-days, the Company shall provide transportation to his regu~t~I@~~~ 
or shall pay him straight time for eight (8) hours in each twenty-four (24) hours in each such o~-day 
and shall furnish meals and lodging for each such off-day. 

(b) Employees required to train outside the Company's service area as part of a training 
program will be paid at their regular straight time rate when participating in the training program 
and, in addition, will be provided reasonable expenses for transportation, meals and lodging 

Section 9. (a) Each employee shall have a specific headquarters for reporting for work. A-71 

However, the right of the Company to temporarily assign employees to other locations to 
properly run its business is recognized. 

(b) When it is necessary to temporarily assign employees to a headquarters other than 
their own or to a job site reporting location that is farther from their home than their regular 
headquarters, such employees will be paid mileage at the amount per mile approved by the 
Internal Revenue Service, based on the additional round trip mileage employees are required to 
drive. No mileage compensation will be paid for the temporary assignment if the other reporting 
location is closer to the employee's home. 

(c) Job site reporting and other temporary assignments will be offered on a voluntary 
basis. If there is an insufficient number of volunteers, assignments will be made on a junior 
qualified basis. When assigning the junior qualified, unusual or extenuating circumstances will 
be taken into consideration. 

(d) Employees may be assigned to drive Company vehicles from and to the job site from 
home or sites close to home. If Company vehicles are used in such a manner, the mileage 
provisions for job site reporting are not applicable. During a job site reporting assignment, 
depending on Company vehicle availability, employees at their option, may pick up and return 
such Company vehicle to their regular headquarters, provided such travel is on their own time. 

(e) Employees in the Power Delivery Warehouses, Generation Supply Chain, 
Transportation, and Power Generation Departments will not be subject to job site reporting. 
However, if employees from these departments are temporarily assigned to a headquarters 
other than their own, the provisions of this section will apply. 

Section 10. (a) The Company will not require employees to do construction or maintenance A-8 

work in exposed locations out of doors during heavy or continuous storms or excessively cold 
weather, unless such work is necessary to protect life, property or continuity of service. 

(b) Employees covered by this Agreement shall not be required to lose time due to such 
weather conditions, but the Company may provide work indoors at their regular rate of pay. 

(c) Employees will be permitted to waive overtime when planned outages have been 
prearranged with the customer wherein the outage may not be deferred due to inclement weather, 
however, if the desired number of employees, from each of the required job classifications, are not 
acquired on a voluntary basis the qualified employees with the lowest accumulated overtime will be 
assigned. This work, when possible, will be performed "dead" and the employees will be furnished 
with the appropriate weather gear when necessary. 
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Section 11. Any employee covered by this Agreement who is eligible to \ib1t~frrl!MW,~~~~ 
County, State or National election shall be allowed a reasonable time off with pay, if necessa'\Y, to 
vote if he so desires. 

Section 12. Upon the death of the designated relatives of an employee, the employee, 
upon request, may be entitled to the stipulated maximum number of calendar days off for which he 
is entitled to receive regular pay for not more than the indicated number of consecutive working 
days, including the day of the funeral. If prior arrangements are made, an employee may include a 
maximum of one (1) day following the funeral as one of the consecutive working days off, and in 
the case of a spouse, child, mother, father, brother or sister, two (2) days following the funeral. No 
pay will be granted for regular scheduled off days. 

Relationship 
Maximum Consecutive 
Calendar Days Off 

Spouse or Domestic Partner 7 
Child, Stepchild or Foster Child 7 
Mother, Stepmother or Foster Mother 7 
Father, Stepfather or Foster Father 7 
Brother, Stepbrother or Foster Brother 7 
Sister, Stepsister or Foster Sister 7 
A legal dependent residing in the employee's 7 
household 
In-laws (father, mother, brother 5 
sister, son or daughter) 
Grandchild 6 
Grandparent/Spouse's Grandparent 4 

Maximum Consecutive 
Working Days Off With Pay 

5 
5 
5 
5 
5 
5 
5 

3 

4 
2 

At supervisor's discretion, bereavement pay may be taken in segments. For example, an 
employee may take time off on the day of the death, return to work and then take off additional 
time to attend the funeral. If an employee has worked four (4) hours or more and is notified of a 
death in his family, and leaves the job, the day will not be charged as one of the consecutive 
working days. If, however, he has not worked four (4) hours, the day will be charged as one of 
the consecutive working days for which he is entitled to receive regular pay. 

Section 13. (a) Employees required to serve on a jury shall be compensated on the basis 
of their regular wage. Employees will be required to report to their headquarters following their 
daily release from jury service if there are at least four hours of work time remaining. 

(b) An employee working on either a night or afternoon shift at a time when he is scheduled 
for jury duty, who is unable to postpone the jury duty until a time when he will be working on a day 
shift, may request the Company to assign him to a day shift schedule. Such a request must be 
made at least seven (7) working days before the jury duty service is scheduled to begin. When the 
term of jury duty for such an employee has ended, he shall return to his normal working schedule. 

Section 14. Regular pay and reasonable or required expenses will be allowed employees 
who may be summoned to testify for the Company in lawsuits. 

Section 15. The person elected by the Union to represent them as Business Manager shall 
be permitted, after proper arrangements have been made with the appropriate department 
manager of the Company, or his authorized representative, to enter all buildings and areas where 
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men covered by this Agreement are working when such visits are necessary to caltV&StWI~,~~~~~ 
of this Agreement in connection with questions arising out of this Agreement. g 

Section 16. (a) The Company shall have the right to require examinations, either oral, 
written, or practical, to determine the fitness of employees for promotional opportunities. Such 
examinations shall be uniformly administered and shall be required of all successful employee­
applicants for new positions. The equipment and facilities necessary for such examinations will be 
provided by the Company. The Company shall compensate the employees engaged in 
examinations for the time spent in such examinations at their regular rate of pay. An employee can 
indicate, within five days after receiving the results of an examination, that he feels the examination 
was not fairly administered. If the employee submits a valid reason, the Company will administer a 
second examination with a Union designated witness present. If this second examination is 
administered it will not be subject to the grievance procedure. 

(b) An employee who has successfully completed an examination for a new position shall 
be reclassified and paid the proper rate for the new classification as soon as he begins work in the 
new classification, in accordance with the terms of this Agreement. Any employee failing to pass 
such examination shall be eligible to retake that examination after a period of three (3) months, 
provided an opening exists in the classifications for which the examination has been taken. Any 
employee failing the examination a second time will not be eligible for reexamination for a twelve 
(12) month period and for subsequent two (2) year intervals thereafter except that departmental 
tests may be retaken after subsequent twelve (12) month intervals. 

Section 17. The Company agrees to furnish bulletin boards at all division headquarters for 
the use of the Union. The use of these boards is restricted to the following: notices of union 
meetings, notices of union elections, notice of changes within the union affecting its membership, 
or any other official notices issued on the stationery of the Union and signed by the Business 
Manager or other duly elected or appointed officer. There shall be no other general distribution or 
posting by members of the Union of pamphlets or literature of any kind except as provided for 
herein. 

Section 18. The Company agrees to guarantee employment of not less than forty (40) 
hours per week for fifty-two (52) weeks of each year to employees covered by this Agreement who 
are ready and available and able to work, and who are regular full-time employees of the 
Company, provided nothing in this section shall be construed to prevent the Company from 
releasing employees because of lack of work or for other proper and legitimate reasons, as 
provided for in Article I, Section 9. 

Section 19. (a) The Company agrees to notify the Business Manager of the Union, on a 
quarterly basis, of the hiring of any outside contractors to do planned work normally done by the 
regular employees covered by this Agreement that may exceed 500 hours of time. It is the 
Company's intention that any contractors performing work on behalf of the Company do so safely 
and competently. 

(b) In instances where it is necessary to contract for equipment, during periods of 
emergency, such equipment will be manned by regular Company employees if and when they are 
available and qualified to operate such equipment. 

(c) It is the sense of this provision that the Company will not contract any work which is 
ordinarily done by its regular employees, if as a result thereof, it would become necessary to lay off 
any such employees. 
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ATTACHMENT TS-7(b) 
· . Paee 39 of 57 

Section 20. (a) The Company agrees that any employee covered by this Agreemem who 
is temporarily advanced to a higher classification for one hour or more shall receive either the 
minimum rate of pay applicable to that classification or twenty-five cents (25¢} per hour, whichever 
is greater, but no more than the maximum wage rate of the job to which the employee is upgraded. 
If such work is for more than four (4) hours the employee shall receive this upgrade pay for the 
remainder of the normal day worked. When an employee covered by this Agreement is 
temporarily advanced to a non-supervisory position outside his bargaining unit, he shall be paid the 
established hourly wage rate for such position if such work is for one (1) hour or more. When an 
employee is temporarily required to perform work in a lower-paid classification, he is to suffer no 
reduction in pay. 

(b) In the administration of this section of the Agreement a temporary assignment shall be 
construed to mean any job assignment which is not expected to continue for more than ninety (90} 
days. 

(c) When an employee in this bargaining unit is temporarily advanced to a supervisory A-51 

position outside the bargaining unit, the employee shall be paid the same rate of their classified A-
52 

assignment at the time of the temporary assignment. The temporary advancement of any 
individual is intended to be of a limited duration and not to exceed a maximum of six months total 
within a rolling twelve month period. Employees temporarily advanced to a supervisory position 
will not be assigned to supervise contractors completing work normally performed by IBEW 1347 
represented employees. 

Section 21. (a) Company Group Life Insurance carried by employees entering military 
service will be canceled ninety (90) days after employee enters such service. Advance premium 
paid by employee beyond date of cancellation will be refunded to employee. Insurance of 
employees re-entering Company service within ninety (90} days after their release from active duty 
will be reinstated without physical examination or waiting period. 

(b} Employees on layoff will be entitled to continue to participate in the Company Group Life 
Insurance coverage at no cost to the Company. Employees on layoff must pay the total monthly 
premium for their coverage by the first of each month. Such insurance coverage will be terminated 
when employees do not pay the total premium as stated above; when they accept full time 
employment elsewhere; or when they lose their system service in accordance with Article Ill, 
Section 5(h}. Employees will have their prior Group Life Insurance coverage reinstated without 
physical examination or waiting period upon returning to Company service from a layoff. 

Section 22. (a) The Company shall furnish the employees with the proper safety devices A-73 

as required by the Company for protection of life and property in the performance of their duties. A-75 

The employees shall at all times use every means for the preservation of such safety appliances 
and shall use them when necessary. 

(b} The Company will notify promptly the Union Business Manager or the Union Business 
Office of any accident resulting in serious injury or death to an employee. 

(c} The Union may investigate any serious accident with its Union Committee and at its 
own expense and the management representative on the site will cooperate with the Union 
Committee. This shall not be construed to mean a joint investigating committee. 
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It is further agreed that the Company will not provide the Union Committe~'Wi1tr~;JJM~~~ 
made by the Company. It is further agreed that the Union investigation will not interfere wft'h or 
interrupt the normal operation of the job. 

(d) The Company and the Union agree to the establishment of a Joint Safety Advisory 
Committee which shall meet quarterly or more frequently upon the call of the Chairman of the 
Committee. 

It is further agreed that employees engaged in such meetings during their working hours 
shall suffer no loss in pay for such time. 

(e) The purpose of the Joint Safety Advisory Committee is to give consideration to those 
general accident prevention programs and policies that affect the safety of the employees in the 
bargaining unit represented by Local Union 1347 of the International Brotherhood of Electrical 
Workers. The Joint Safety Advisory Committee shall not deal with individual or group grievances. 
The administration of the accident prevention policies, programs and procedures are vested in and 
reserved to the management of the Company. 

Section 23. The Company reserves the right to arrange at its own expense for medical 
examinations of any employee at any time. When practical, the examinations will occur while 
employees are on duty. 

Section 24. (a) The Union shall furnish the Company with a list of Department Stewards 
and this list shall be kept current. It is further agreed that only regular employees of the Company 
who are covered by this Agreement shall be designated as stewards. 

(b) When in the judgment of the Company the absence of a Steward from his regular duties 
will not interfere with the operations of the Company, he may be available for handling grievances, 
witnessing an examination or an investigation of an employee within this unit. 
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Section 25. (a) The wage schedules described in the Agreement in effect immedi~fe1~<p1fl'OJ!l9J~~~l_67 
date of this Agreement shall be amended as follows: 

Maximum Hourly Wage Rates 

Effective Effective Effective Effective 

Wage March 31, Mays, April 1, April 1, 

Level 2014 2014' 2015" 201s••• 

Includes 
S.04 COLA 2.0% 2.0°/o 3.0°/o 

1 $14.58 $14.87 $15.17 $15.62 

2 $16.82 $17.16 $17.50 $18.02 

3 $21.34 $21.77 $22.20 $22.87 

4 $21.78 $22.22 $22.66 $23.34 

5 $22.24 $22.68 $23.14 $23.83 

6 $23.31 $23.78 $24.25 $24.98 

7 $24.78 $25.28 $25.78 $26.55 

8 $25.51 $26.02 $26.54 $27.34 

9 $25.97 $26.49 $27.02 $27.83 

10 $26.52 $27.05 $27.59 $28.42 

11 $27.82 $28.38 $28.94 $29.81 

12 $28.20 $28.76 $29.34 $30.22 

13 $28.58 $29.15 $29.73 $30.63 

14 $29.26 $29.85 $30.44 $31.36 

15 $29.94 $30.54 $31.15 $32.08 

16 $31.20 $31.82 $32.46 $33.43 

17 $31.45 $32.08 $32.72 $33.70 

18 $32.03 $32.67 $33.32 $34.32 

19 $32.89 $33.55 $34.22 $35.25 

20 $34.62 $35.31 $36.02 $37.10 

21 $35.15 $35.85 $36.57 $37.67 

22 $35.50 $36.21 $36.93 $38.04 

23 $35.83 $36.55 $37.28 $38.40 

24 $36.20 $36.92 $37.66 $38.79 

25 $36.54 $37.27 $38.02 $39.16 

26 $36.70 $37.74 $38.49 $39.65 

• The wages listed in this column will be increased (decreased) by 1 cents for each full 0.2% 
increase (decrease) of more than 4.0% in the U.S. Revised Urban Wage Earners and Clerical 
Workers Consumer Price Index published by the Bureau of Labor Statistics, U.S. Department of 
Labor, with the October, 2013 Index as the zero base and percentage increases calculated from 
that base after each quarter. The increase, if any, will be reflected in the payroll period beginning on 
April 1, 2014, July 1, 2014, October 1, 2014, January 1, 2015, based on the indexes of January 
2014, April 2014, July 2014 and October 2014, respectively. 

•• The wages listed in this column will be increased (decreased) by 1 cents for each full 0.2% 
increase (decrease) of more than 4.0% in the U.S. Revised Urban Wage Earners and Clerical 
Workers Consumer Price Index published by the Bureau of Labor Statistics, U.S. Department of 
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. . A TT A.CHMf:J'l,J T.S-zlb) 
Labor, with the October, 2014 Index as the zero base and percentage increases ca1cu1al'ilklo 4fC/,\'~7 
that base after each quarter. The increase, if any, will be reflected in the payroll period beginning on 
April 1, 2015, July 1, 2015, October 1, 2015, January 1, 2016, based on the indexes of January 
2015, April 2015, July 2015 and October 2015, respectively. · 

••• The wages listed in this column will be increased (decreased) by 1 cents for each full 0.2% 
increase (decrease) of more than 4.0% in the U.S. Revised Urban Wage Earners and Clerical 
Workers Consumer Price Index published by the Bureau of Labor Statistics, U.S. Department of 
Labor, with the October, 2015 Index as the zero base and percentage increases calculated from 
that base after each quarter. The increase, if any, will be reflected in the payroll period beginning on 
April 1, 2016, July 1, 2016, October 1, 2016, January 1, 2017, based on the indexes of January 
2016, April 2016, July 2016 and October 2016, respectively. 

No adjustments, retroactive or otherwise, shall be made due to any revisions which may later be 
made in the published figures in the Consumer Price Index for the months indicated above. 

Employees are eligible for an incentive lump sum bonus up to a maximum of 2% or 5% of straight 
time and overtime wages per year in accordance with the 2009 negotiations letter of agreement 
entitled, "Union Employee Incentive Plan (UEIP), based on the achievement of goals during the 
previous year, as determined by the Company. 

(b) Effective May 5, 2014, any employee who was on or below the maximum hourly wage 
rate of his job classification on May 5, 2014, shall receive the hourly wage rate increase in 
accordance with the increase applicable to the maximum wage rate of their job classification. 

The hourly wage rate increases shall not apply to the minimum hourly wage rates of starting 
job classifications. 

(c) Employees shall be provided the higher of a twenty-five cent (25¢) promotional increase 
above the maximum wage rate of the job classification from which they promote, or the minimum 
wage rate of the job classification to which they promote. This provision will not apply when the 
maximum wage rate of a job is not at least twenty-five cents (25¢) above the maximum wage rate of 
the job classification from which it promotes. 

(d) Whenever the difference between the minimum and maximum wage rates of any hourly 
rated job classification is not divisible by ten, the hourly wage rates will be by ten cent (10¢) steps 
with the exception of the last step to the maximum hourly wage rate of the job classification. In such 
case the increase to the maximum hourly wage rate will include the ten cent (10¢) increment plus 
the odd amount necessary to equal the maximum hourly wage rate, provided, however, that the 
total amount of this increase is less than twenty cents (20¢). 

(e) Employees who are below the maximum hourly wage rate of their job classification shall 
continue to receive such length of service increases as they may be entitled to under the operation 
of the job classification and wage evaluation plan. 

(f) Employees who are on physical retrogressions shall receive the increase applicable to 
their present individual hourly wage rates. 
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(g} The shift differentials to be paid employees on scheduled shifts on classifiecf/Cf~'m~~Jilf:JW~ 
follows: 

Name of 

Differential Shift 
Cents Per Hour 

Shift Definition of Shift Current 5/5/2014 

Day Shift Where the majority of the 
scheduled hours worked 
are between 8:00 a.m. and 
4:00 p.m. O 

Afternoon Where the majority of the 
Shift scheduled hours worked 

are between 4:00 p.m. and 
12:00 Midnight. $1. 70 

Night Shift Where the majority of the 
scheduled hours worked 
are between 12:00 
Midnight and 8:00 a.m. $1.75 

0 

$1.75 

$1.80 

(h) When the majority of the hours in a shift are on Sunday, a Sunday premium in the 
amount of $2.00 per hour will be paid to an employee for all scheduled straight time hours worked 
on that shift. 

(i) In conjunction with the letter of Patrick P. Gibson of 2000, which is the preamble to the 
Company's job classification and evaluation system, the Company shall prepare occupational 
classifications and job descriptions which will define, as nearly as possible, the nature of the work 
involved under each payroll classification. The Company will initiate all new and revised job 
classifications or promotional sequences. 

U) When the management of a department has written or revised a job description, a 
representation of union employees within that department will be given ari opportunity to suggest 
changes to the job description. The union representative will also be requested to complete a job 
questionnaire. The completed job questionnaire must be signed by the union representative and 
approved by the management of the department. After the management of the department has 
reviewed the suggested changes to the job description and approved the job questionnaire, this job 
documentation will be submitted to the Company's Evaluation Committee. The union representative 
will be invited to the Company's evaluation Committee meeting to present information about the job 
classification. There will be no recourse to the grievance and arbitration procedure because of the 
language of a job description or the evaluation of a job classification. 

(k) The Company's Evaluation Committee will be responsible for evaluating all new and A-
27 

revised job classifications. The Union will appoint two (2) members to the Company's Evaluation 
Committee. The evaluation that is established by this Committee is used to determine the 
maximum wage rate for each new or revised job classification. Results of the evaluation will be 
communicated to the Union two weeks before the new or revised job classification becomes 
effective. 

(I) The Union shall maintain a Job Evaluation Advisory Committee consisting of not more 
than five members who may review the evaluation and wage rate of any job classification which 
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undergoes a substantial change in qualifications or duties. The Union's Corlh1iil'tteM~}Tmb) 
request, meet with the Company's Committee, at a mutually convenient time within thirty (:fdy J~ys57 
after the effective date of the new or revised job classification, to present any information relevant to 
the evaluation of the job classification which has been included in the previous written comments of 
the Union representative. The Union will be notified after the Company's Committee has reviewed 
the additional information presented by the Union. All wage rates so established shall be final and 
binding and not subject to the grievance and arbitration procedure. However, if any revised wage 
rates are reduced as a result of the evaluation(s), they will not be placed into effect until the 
Company and the Union have had an opportunity to negotiate them during full contract negotiations, 
even though the revised job classification will be in effect. Employees, presently in, or promoting to, 
such job classifications will continue to receive wage adjustments in accordance with the other 
provisions of the Agreement just as if the wage rate had remained at the same level until a new 
Agreement is reached. The Company will not be required to maintain, establish or discontinue any 
job classification covered by this Agreement. 

(m) Members of the Union's Job Evaluation Advisory Committee shall not suffer a loss of 
pay when engaged in meetings during their working hours with the Company's Job Evaluation 
Committee. 

(n) Where the Union deems an employee, or employees, to be improperly classified, it will 
be considered as a grievance and shall be handled under the grievance procedure of this 
Agreement. 

A·61 
A-61 Amend 

Section 26. (a) Eligible employees represented by the Union hired or rehired before January 
1, 2015 will participate, or continue to participate, in the existing Cinergy Corp. Union Employees' 
Retirement Income Plan (the "Retirement Income Plan") as amended and restated effective 
January 1, 2014, and subsequently amended to make legally-required changes or technical 
changes that do not reduce the benefits formula, under the terms set forth in the April 2, 2014 Letter 
Agreement titled "Amendment to A-61 'Retirement Plan Agreement' Letter''. Employees hired or 
rehired on or after January 1, 2015 will be not be eligible to participate in the Retirement Income 
Plan. 

(b) It is agreed that the Company will not reduce the benefits and the Union will not request 
any change in the Retirement Income Plan until the expiration of the Agreement on April 1, 2017. 

A-36 
A-36 Amend 

(c) For the term of this Agreement, post-retirement health care under the health care plans 
sponsored by Duke Energy Corporation will be made available to eligible Union employees hired 
prior to January 1, 201 O in accordance with the correspondence from the Company to the Union 
dated July 22, 2004, as amended by the parties' April 2, 2014 Letter Agreement (Collectively, the 
"Post-Retirement Health Benefits Letters"), and the applicable plan documents. As discussed in the 
Post-Retirement Health Benefits Letters, Union employees who are hired on or after January 1, 
201 O will not be eligible for either the Traditional Option or the HRA Option (as defined in the Post­
Retirement Health Benefits Letters), but such employees shall be eligible for access (at 
unsubsidized rates) to post-retirement healthcare under the Duke Energy Corporation Medical Plan 
if they have attained age 50 and completed 5 years of vesting service as of the date of their 
retirement to the extent such coverage is available for Union employees in the Traditional Option 
and/or HRA Option. 

Section 27. Any insurance benefit plans under the Duke Energy Health & Welfare Benefit A·
53 

Plans not specifically referenced elsewhere in this Contract (i.e. basic and supplemental life 
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insurance, accidental death & dismemberment and dependent life insurance) ttfcttTAfeH~~Ji;)J:~ 
maintains and/or implements for the general non-represented employee population, shall ~fso be 
provided to the bargaining unit employees at the same benefit levels, costs and plan design 
structure as for the non-represented employees. The Company has the right to add, eliminate and 
alter or to make any other changes to these insurance benefit plans or the employee costs of the 
plans, consistent with any changes it makes for the general non-represented employee population. 

Section 2a. (a) Health care coverage shall consist of the specially negotiated A-
63 

Exclusive Provider Organization ("EPO") option offered under the Duke Energy Active Medical 
Plan with the design, covered service, premiums and other employee costs memorialized in the 
2009 negotiations letter of agreement entitled "Health Care Benefits", which option initially shall 
be offered through December 31, 2014 in accordance with Letter Agreement A-63 dated June 
15, 2009. Any other health care options (medical, dental, or vision) that the Company 
unilaterally implements under the Duke Energy Active Medical Plan, the Duke Energy Active 
Dental Plan and/or the Duke Energy Active Vision Plan at its sole discretion for the general non­
represented employee population shall also be offered to the bargaining unit employees during 
the term of the 2014-2017 Agreement at the same costs and with the same plan design 
structure as applies to the general non-represented employee population. It is expressly 
understood that the right to add, eliminate, alter and/or to make any other changes to these 
health care options or to the employee costs for these options, consistent with any changes it 
makes for the general non-represented employee population, is reserved to the Company, in its 
sole discretion. 

(b) Employees on layoff will be entitled to continue to participate in the medical plan and 
dental plan coverages that they had at the time of layoff, at no cost to the Company. Employees on 
layoff must pay, in advance, the total monthly premium for their coverage by the fifteenth of each 
month for the following month's coverage. Such medical and dental coverage will be terminated 
when employees do not pay the total premium as stated above; when they accept full time 
employment elsewhere; or when they lose their system service in accordance with Article Ill, 
Section 5(h). A-61 

A-61 Amend 

Section 29. (a) The Company agrees to maintain an employee savings plan, subject to the A-72 

provisions of the appropriate federal legislation and regulation governing such plans. Eligible Union 
employees will participate or continue to participate in the existing Duke Energy Retirement Savings 
Plan, successor plan to the Duke Energy Retirement Savings Plan for Legacy Cinergy Union 
Employees (Midwest), hereinafter called the "Retirement Savings Plan." 

(b) The Retirement Savings Plan is memorialized in the plan document entitled the "Duke 
Energy Retirement Savings," which, as amended includes the complete text of the Retirement 
Savings Plan. 

(c) The Company hopes and expects to continue the Retirement Savings Plan indefinitely 
but it must reserve the right to alter or amend it or to discontinue Company contributions to it at any 
time. However, under no circumstances shall any part of the corpus or income held by the Trustee 
of the Retirement Savings Plan be recoverable by the Company or be used for or diverted to any 
purposes other than for the exclusive benefit of the employee participants or their beneficiaries as 
provided in the Retirement Savings Plan. 

(d) The Company and the Union previously entered into Letter Agreement A-61 dated June 
15, 2009 titled "Retirement Plan Agreemenf' which references certain enhancements to the 
Retirement Savings Plan related to the mandatory and voluntary opportunities to convert to the 
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"New Duke Retirement Program". The Company and the Union further have ~~l$"glf1"f~:~~~~ 
retirement Savings Plan changes in a Letter Agreement dated April 2, 2014 titled "Retirement 
Savings Plan Changes for Traditional Pension Plan Participants." 

ARTICLE VI 

Section 1. (a) With the exception of shift differential premium, and a holiday occurring during 
an employee's vacation or second off day, it is agreed that under no circumstances shall any 
Section of this Agreement be interpreted to provide the pyramiding of a benefit or premium payment 
to employees covered by this Agreement. For example, no employee may claim sick pay while 
receiving vacation pay or holiday pay while receiving sick pay. 

(b) It is further agreed that there shall be no interruption in the payment of one benefit in 
order that the employee may receive payment for another benefit. For example, no employee 
may interrupt vacation to begin sick leave or interrupt sick leave to include a holiday. The only 
exceptions to this provision are that an employee's sick pay may be interrupted to include 
vacation pay and that vacation pay may be interrupted to include death in family pay as set forth 
in the Agreement. In the event that any vacation days are unused as a result of a death in the 
family situation, the use of these unused vacation days must be approved in advance by 
supervision and shall not apply to the administration of vacation in one-day increments as 
provided under Article IV, Section 1 (e) of the Agreement. 

Section 2. This Agreement shall remain binding upon successors, assigns or transferees of 
the Company in the event of a merger, acquisition, divestiture, asset swap or sale, or other similar 
transaction announced or begun during the Agreement. The Company will require the Buyer, or 
any transferee, to recognize the Union as the collective-bargaining agent for bargaining-unit 
employees the Buyer employs and assume provisions identical to provisions of the Agreement 
applicable to those bargaining-unit employees. 

The Union will support and it will not oppose, or in any way support or encourage opposition to the 
Company's position regarding any mergers, acquisitions, divestitures or similar transactions or any 
regulatory matters (including rate cases or stranded cost determinations) or environmental matters 
announced or begun during the term of the Agreement. 
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ATTACHMENT TS-7(b) 
Page 47 of 57 

IN WITNESS WHEREOF, Local Union 1347 of the International Brotherhood of Electrical 
Workers and Duke Energy Ohio, Inc. and Duke Energy Kentucky, Inc. ("Company''), do hereby, 
by their duly authorized agents, in the premises, execute and sign this 2014 - 2017 Agreement 
between Duke Energy Ohio, Inc., and Duke Energy Kentucky, Inc. and Local Union 1347, in 
duplicate, this 6th day of October, 2014. 

FOR THE UNION 
Local Union No. 1347 of the 
International Brotherhood 
Of Electrical Workers 

Business Manager 

L/l:d1nG~ 
KenPfethM. Gross 
President 
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FOR THE COMPANY 
Duke Energy Ohio, Inc. 
Duke Energy entucky, Inc. 

Jay 
Dir., 

varo 
r Relations-Midwest/Carolinas 



EXHIBIT "A" 

DEPARTMENTAL AND DIVISIONAL WORKING RULES 

REGULATED GENERATION 
GENERAL WORK RULES 

APPLICABLE TO: 
EAST BEND STATION 

ATTACHMENT TS-7(b) 
Page 48 of 57 

WOODSDALE STATION A-23 
A-43 
A-58 
A-78 

1. Shift Schedules shall be established in accordance with the negotiated letter dated October 11, 
1996 discussing flexibility in work scheduling. Day shifts will be any hours between 6:00 a.m. 
and 6:30 p.m. Afternoon shifts will be any hours between 2:00 p.m. and 2:00 a.m. Evening 
shifts will be any hours between 10:00 p.m. and 10:00 a.m. 

2. A list of the employees in each Production Team and Support Team of each Division shall be 
posted by the Company each week showing the overtime worked by each employee during 
the previous week. 

3. The meal period for employees, whose schedule provides a non-compensated one-half hour's 
meal period, will be defined in each Section. If the meal period is not granted between the time 
period designated in each Section, the employee will be allowed a shorter lunch period and will 
be permitted to eat on the job and will receive one-half hour's pay at the overtime rate. 

4. There shall be no Working Foreman or supervisors in any Section except when designated for 
the fifteen (15) minute relief periods. 

5. On Shift Work Schedules, subject to the approval of the Company, employees will be 
permitted to trade shifts on the same job and jobs on the same shift, if both are qualified and 
agreeable. 

6. On Shift Work Schedules, a list of employees in these Sections shall be posted by the 
Company showing the current job assignment and the progressive scheduled off-days where 
applicable. 

7. No employee working on a Shift Work Schedule may be relieved and leave his job more than 
30 minutes before his scheduled quitting time, unless he has received prior approval from his 
supervisor. 

8. The Company will not require employees to furnish tools. 

9. All thirty (30) minute unpaid meal periods may begin a half-hour before or after the normal 
meal period, at the discretion of supervision. 

10. When employees are assigned to training classes they may be required to work eight (8) hours 
exclusive of an unpaid lunch period. 

11. Those Production Team employees who are assigned to work for one or more days on other 
Teams will work the same designated hours as the Team to which they are assigned. 
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ATTACHMENT TS-7(b) 
. ~~ftof~ 

12. Personnel may be required to work ten (10) and twelve (12) hour shifts at the appropriate 
straight time and overtime rates for outages and/or as needs dictate: 

Division 
Division 

1 
5 

East Bend Station 
Woodsdale Station 

(a) Production Teams will work on a Rotating Shift Schedule or as described in General 
Work Rule 1. 

(b) Support Teams will work schedules as required to support the Production Teams, as 
described in General Work Rule 1. 

MIDWEST COMMERCIAL GENERATION 
GENERAL WORK RULES 

APPLICABLE TO: 
MIAMI FORT STATION 

COMBUSTION TURBINES 
WM. H. ZIMMER STATION 

A-23 
A-43 
A-58 
A-74 
A-75 

1. Shift Schedules shall be established in accordance with the negotiated letter dated October 11, 
1996 discussing flexibility in work scheduling. Day shifts will be any hours between 6:00 a.m. 
and 6:30 p.m. Afternoon shifts will be any hours between 2:00 p.m. and 2:00 a.m. Evening 
shifts will be any hours between 10:00 p.m. and 10:00 a.m. 

2. A list of the employees in each Production Team and Support Team of each Division shall be 
posted by the Company each week showing the overtime worked by each employee during 
the previous week. 

3. The meal period for employees, whose schedule provides a non-compensated one-half hour's 
meal period, will be defined in each Section. If the meal period is not granted between the time 
period designated in each Section, the employee will be allowed a shorter lunch period and will 
be permitted to eat on the job and will receive one-half hour's pay at the overtime rate. 

9. There shall be no Working Foreman or supervisors in any Section except when designated for 
the fifteen (15) minute relief periods. 

10. On Shift Work Schedules, subject to the approval of the Company, employees will be 
permitted to trade shifts on the same job and jobs on the same shift, if both are qualified and 
agreeable. 

11. On Shift Work Schedules, a list of employees in these Sections shall be posted by the 
Company showing the current job assignment and the progressive scheduled off-days where 
applicable. 

12. No employee working on a Shift Work Schedule may be relieved and leave his job more than 
30 minutes before his scheduled quitting time, unless he has received prior approval from his 
supervisor. 
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13. The Company will not require employees to furnish tools. ATTACHMENT TS-7(b) 
Page 50 of57 

13. All thirty (30) minute unpaid meal periods may begin a half-hour before or after the normal 
meal period, at the discretion of supervision. 

14. When employees are assigned to training classes they may be required to work eight (8) hours 
exclusive of an unpaid lunch period. 

15. Those Production Team employees who are assigned to work for one or more days on other 
Teams will work the same designated hours as the Team to which they are assigned. 

16. Personnel may be required to work ten (10) and twelve (12) hour shifts at the appropriate 
straight time and overtime rates for outages and/or as needs dictate: 

Division 
Division 
Division 

2 
3 
4 

Miami Fort Station 
Combustion Turbines 
WM. H. Zimmer Station 

(c) Production Teams will work on a Rotating Shift Schedule or as described in General 
Work Rule 1. 

(d) Support Teams will work schedules as required to support the Production Teams, as 
described in General Work Rule 1. 

MIDWEST FIELD OPERATIONS 

Division 6: OPERATORS 

(a) MOBILE OPERATORS SECTION 

1. These employees shall operate on a Rotating Shift Schedule or in accordance 
with the negotiated letter dated October 11, 1996 discussing flexibility in work 
scheduling. Day shifts will be any hours between 6:00 a.m. and 6:30 p.m. 
Afternoon shifts will be any hours between 2:00 p.m. and 2:00 a.m. Evening 
shifts will be any hours between 10:00 p.m. and 10:00 a.m. 

Relief Operators work on all shifts. 

For the purpose of determining shift differential wages, all employees in this 
group including Relief Operators shall be designated Shift Workers. 

2. There shall be no Working Foremen in this group. 

3. Mobile Operators assigned to relief shall be entitled to not less than a twenty-four 
(24) hour notice of changes in shift assignments or scheduled days off. 

4. Mobile Operators working on the actual holidays of Thanksgiving Day and 
Christmas Day, may perform routine work on Company property, such as 
substation inspections, minor repair work, preventative maintenance work and 
planned switching as outlined in their job duties. 
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Division 7: SUBSTATION 

(a) ELECTRIC MAINTENANCE SECTION 

ATTACHMENT TS-7(b) 
Page 51of57 

1. This Section shall work on a Fixed Shift Schedule or in accordance with the 
negotiated letter dated October 11, 1996 discussing flexibility in work scheduling. 
Day shifts will be any hours between 6:00 a.m. and 6:30 p.m. Afternoon shifts will 
be any hours between 2:00 p.m. and 2:00 a.m. Evening shifts will be any hours 
between 10:00 p.m. and 10:00 a.m. 

The supervisor, at his discretion, may designate the thirty (30) minute meal 
period to begin one-half hour before the Normal Meal Period or may delay the 
beginning of the thirty (30) minute meal period to the time when the Normal Meal 
Period is scheduled to end. 

(b) ELECTRIC REPAIR SECTION 

1. This Section shall operate on a Day Schedule or in accordance with the negotiated 
letter dated October 11, 1996 discussing flexibility in work scheduling. Day shifts will 
be any hours between 6:00 a.m. and 6:30 p.m. Afternoon shifts will be any hours 
between 2:00 p.m. and 2:00 a.m. Evening shifts will be any hours between 10:00 
p.m. and 10:00 a.m. 

The normal meal period will be between 12:00 noon and 12:30 p.m. However, 
the supervisor, at his discretion, may designate the thirty (30) minute meal period 
between 11 :30 a.m. and 1 :OO p.m. If the meal period is not granted between the 
time of 11 :30 a.m. and 1 :00 p.m .. the employee will be allowed a shorter lunch 
period and will be permitted to eat on the job and will receive one-half hour's pay 
at the overtime rate. 

(c) CONSTRUCTION SECTION 

1. This Section shall operate on a seasonally adjusted Day Schedule or in 
accordance with the negotiated letter dated October 11 , 1996 discussing 
flexibility in work scheduling. Day shifts will be any hours between 6:00 a.m. and 
6:30 p.m. Afternoon shifts will be any hours between 2:00 p.m. and 2:00 a.m. 
Evening shifts will be any hours between 10:00 p.m. and 10:00 a.m. 

The Manual work of the Foremen in this Division shall be restricted to assistance 
in the handling or placing of heavy materials or equipment, the occasional pulling 
up of materials to employees and similar operations. It is the intention of 
Management that the primary duties of such Foremen shall be the supervision, 
planning, inspection and assignment of work to their crews and that no manual 
work is to be done which will detract from these primary duties. 

2. The Company shall not require an employee to furnish tools. 

Division 8: TEST & RELAY 
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1. This Division shall operate on a Day Schedule or in accordance with the nego~lti1l!t¥Jlw.%8-~~~ 
dated October 11, 1996 discussing flexibility in work scheduling. Day shifts will be ·~ny 

0 

hours between 6:00 a.m. and 6:30 p.m. Afternoon shifts will be any hours between 2:00 
p.m. and 2:00 a.m. Evening shifts will be any hours between 10:00 p.m. and 10:00 a.m. 

The normal meal period will be between 12:00 noon and 12:30 p.m. However, the 
supervisor, at his discretion, may designate the thirty (30) minute meal period between 
11 :30 a.m. and 1 :00 p.m. If the meal period is not granted between the time of 11 :30 a.m. 
and 1 :00 p.m., the employee will be allowed a shorter lunch period and will be permitted to 
eat on the job and will receive one-half hour's pay at the overtime rate. 

2. The Company shall not require an employee to furnish tools. 

MIDWEST FIELD OPERATIONS 

GENERAL WORK RULES 
APPLICABLE TO DIVISION 9 THROUGH 13 

1. Shift Schedules shall be defined in each section in accordance with the negotiated letter dated 
October 11, 1996, discussing flexibility in work scheduling. Day shifts will be any hours 
between 6:00 a.m. and 6:30 p.m. Afternoon shifts will be any hours between 2:00 p.m. and 
2:00 a.m. Evening shifts will be any hours between 10:00 p.m. and 10:00 a.m. 

2. The normal meal period for divisions which operate on a day schedule will be between 12:00 
noon and 12:30 p.m. However, the supervisor, at his discretion, may designate the thirty (30) 
minute meal period between 11 :30 a.m. and 1 :00 p.m. If the meal period is not granted 
between the time of 11 :30 a.m. and 1 :00 p.m., the employee will be allowed a shorter lunch 
period and will be permitted to eat on the job and will receive one-half hour's pay at the 
overtime rate. 

3. The Company shall not require an employee to furnish tools. 

4. Employees who bid, qualify and are accepted for posting openings in a Division shall receive 
a classified seniority date based on the date they enter the job opening and shall be eligible 
for merit increases at six (6) month intervals regardless of the wage rate of any other 
employee in the job classification, but in no event will an employee receive a wage rate that is 
higher than the maximum rate of the job classification which he is entering. 

5. Employees hired after April 1, 2006, into any job classification within Divisions 9, 11, 12 and 
13 (c) must reside within a 30-mile radius of the Company's headquarters located at Fourth & 
Main Streets, Cincinnati, Ohio. 
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Division 9: ELECTRIC TROUBLE ATTACHMENT TS-7</'l 
Page 53~g7 

1. The Electric Trouble Section will operate on a Rotating Shift Schedule or as described in 
General Work Rule 1. 

2. The Manual work of the Foremen in this Section shall be restricted to assistance in the 
handling or placing of heavy materials or equipment, the occasional pulling up of materials to 
Linemen and similar operations. It is the intention of Management that the primary duties of 
such Foremen shall be the supervision, planning, inspection and assignment of work to their 
crews and that no manual work is to be done which will detract from these primary duties. 

3. Extra Linepersons "A"-Trouble shall be assigned for periods of one (1) week and will be given 
not less than forty-eight (48) hours notice concerning the shift assigned for the following 
week. 

4. Management shall prepare a storm working schedule which will be utilized at the discretion of 
the Department Manager when, in his opinion, unusually severe and prolonged storm 
conditions warrant the use of this schedule. The duration of the storm working schedule will 
also be determined by the Department Manager. Meal compensation will be paid to the 
employees who are assigned to this storm working schedule as follows: 

Employees assigned to work on the storm working schedule within the southwest Ohio and 
northern Kentucky (DEO/DEK) service territories who have completed five hours of 
continuous storm work shall be furnished a meal compensation allowance and an additional 
meal compensation allowance for each five hour interval thereafter, until released from storm 
duty. 

Employees assigned to work on the storm working schedule outside the southwest Ohio and 
northern Kentucky (DEO/DEK) service territories who have completed five hours of 
continuous storm work shall be furnished a meal, or compensation in lieu thereof, and an 
additional meal, or compensation in lieu thereof, for each five hour interval thereafter, until 
released from storm duty. 

Division 10: ELECTRIC METER A-80 

1. The Electric Meter Section will operate on a Day Schedule or as described in General Work 
Rule 1. 

The Premise Service Section will operate on a Rotating Shift Schedule or as described in 
General Work Rule 1. 

2. There shall be no working Foremen in this Section. 

3. Extra Premise Troubleshooters shall be assigned for periods of one (1) week and will be 
given not less than forty-eight (48) hours notice concerning the shift assigned for the 
following week. 

4. Extra Premise Troubleshooters will be used to fill assigned shifts at their respective 
headquarters. 
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5. Management shall prepare a storm working schedule which will be utilized iT1A~Hd[1~E@~~~ 
of the Department Manager when, in his opinion, unusually severe and prolonged storm 
conditions warrant the use of this schedu/e. The duration of the storm working schedule 
will also be determined by the Department Manager. Meal compensation will be paid to 
the employees who are assigned to this storm working schedule as follows: 

Employees assigned to work on the storm working schedule who have completed five (5) 
hours of continuous storm work shall be furnished a meal, or compensation in lieu thereof, 
and an additional meal, or compensation in lieu thereof, for each five (5) hour interval 
thereafter, until released from storm duty. 

Division 11: OVERHEAD TRANSMISSION AND DISTRIBUTION CONSTRUCTION DIVISION A-
21 

A-9 
1. The Overhead Transmission and Distribution Section shall operate on a Day Schedule or 

as described in General Work Rule 1. 

2. The Manual work of the Foremen in this Division shall be restricted to assistance in the 
handling or placing of heavy materials or equipment, the occasional pulling up of materials 
to Linemen and similar operations. It is the intention of Management that the primary 
duties of such Foremen shall be the supervision, planning, inspection and assignment of 
work to their crews and that no manual work is to be done which will detract from these 
primary duties. 

3. Additional help will be supplied small line crews setting poles and transformers when 
conditions are such that the normal crews need additional help in the setting of poles and 
transformers in a safe and workmanlike manner. 

4. Management shall prepare a storm working schedule which will be utilized at the discretion 
of the Department Manager when, in his opinion, unusually severe and prolonged storm 
conditions warrant the use of this schedule. The duration of the storm working schedule 
will also be determined by the Department Manager. Meal compensation will be paid to 
the employees who are assigned to this storm working schedule as follows: 

Employees assigned to work on the storm working schedule within the southwest Ohio and 
northern Kentucky (DEO/DEK) service territories who have completed five hours of 
continuous storm work shall be furnished a meal compensation allowance and an 
additional meal compensation allowance for each five hour interval thereafter, until 
released from storm duty. 

Employees assigned to work on the storm working schedule outside the southwest Ohio 
and northern Kentucky (DEO/DEK) service territories who have completed five hours of 
continuous storm work shall be furnished a meal, or compensation in lieu thereof, and an 
additional meal, or compensation in lieu thereof, for each five hour interval thereafter, until 
released from storm duty. 

Division 12: UNDERGROUND CABLE AND EQUIPMENT 

1. This Division shall operate on a Day Schedule and when required, a Fixed Shift Schedule 
or as described in General Work Rule 1. 

2. There shall be no working Foremen in this Division. 
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ATTACHMENT TS-7(b) 
Page 55 of 57 

3. When an opening occurs in a job classification within the Cable; Transformer & Equipment; 
and Test & Operation Sections of the Underground Cable and Equipment Division, job 
openings will be filled by the multiple posting system as outlined in Article Ill, Section 7(g). 

4. Overtime shall be divided as equally and impartially as possible among all employees 
within a job classification in each Section of Division 12, such as Cable Section; 
Transformer & Equipment Section; and the Test & Operation Section. 

Division 13: SERVICE DIVISION 

(a) MATERIAL AND REPAIR SECTION 

The Material and Repair Section shall operate on a Day Shift Schedule and when required 
on a Modified Shift Schedule or as described in General Work Rule 1. 

(b) MACHINE SHOP SECTION 

This Section shall operate on a Day Schedule or as described in General Work Rule 1. 

(c) BRECON HEAVY EQUIPMENT AND REPAIR SECTION 

This Section shall operate on a Day Schedule or as described in General Work Rule 1. 

The manual work of the Foremen in this Division shall be restricted to assistance in the 
handling or placing of heavy materials or equipment, the occasional pulling up of materials 
to employees and similar operations. It is the intention of Management that the primary 
duties of such Foremen shall be the supervision, planning, inspection and assignment of 
work to their crews and that no manual work is to be done which will detract from these 
primary duties. 

Division 14: POWER DELIVERY WAREHOUSES 

1. This Division shall operate on a Modified and a Fixed Shift Schedule (Monday - Friday) 
in accordance with the negotiated letter dated October 11 , 1996, discussing flexibility in 
work scheduling. Day shifts will be any hours between 6:00 a.m. and 6:30 p.m. Afternoon 
shifts will be any hours between 2:00 p.m. and 2:00 a.m. Evening shifts will be any hours 
between 10:00 p.m. and 10:00 a.m. 

Each shift will include a one-half hour meal period. 

2. The Company shall not require an employee to furnish tools. 

Division 15: GENERATION SUPPLY CHAIN A-38 

1. This Division shall operate on a Modified Shift Schedule and, where necessary, a 
Rotating Shift Schedule in accordance with the negotiated letter dated October 11, 1996, 
discussing flexibility in work scheduling. Day shifts will be any hours between 6:00 a.m. 
and 6:30 p.m. Afternoon shifts will be any hours between 2:00 p.m. and 2:00 a.m. 
Evening shifts will be any hours between 10:00 p.m. and 10:00 a.m. 

42 



a) 

b) 

Each shift will include a one-half hour meal period. 
ATTACHMENT TS-7(b) 

Page 56 of 57 

At Woodsdale Storeroom a one-day notice is required to change a schedule from day-
to-day. ' 

At Woodsdale Storeroom any schedule can start thirty (30) minutes earlier and end 
thirty (30) minutes earlier with a one-day notice of a schedule change. 

Division 16: FLEET SERVICES 

1. This Department shall operate on a Fixed Shift Schedule in accordance with the negotiated 
letter dated October 11, 1996, discussing flexibility in work scheduling. Day shifts will be any 
hours between 6:00 a.m. and 6:30 p.m. Afternoon shifts will be any hours between 2:00 p.m. 
and 2:00 a.m. Evening shifts will be any hours between 10:00 p.m. and 10:00 a.m. 

Each shift will include a one-half hour meal period. 

2. Employees will be responsible for providing hand tools under 1". All other tools will be 
provided for by the Company as it determines necessary. 
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OUR VIS!ON 

DUKE ENERGY HEAL TH AND SAFETY VISION 

Our health and safely vision Is aimed at cultivating: 

ATTACHMENT TS-7(b) 
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.( ... DUKE 
"\!. ENERGY. 

A he;,lltly and injuiy-lree oorl<place, wslaoned by behaYIOrs thllt consistently demonsbat~ oor IXlmlltitment lo 
the welfare QI each other, our oontTacton; and tt1 the oommurn!JaS we ser.re. 
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Duke Energy Ohio, Inc. 
and Duke Energy Kentucky, Inc. 

and 

Local Union 1347 
International Brotherhood 

of Electrical Workers, AFL-CIO 
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HISTORICAL DOCUMENTS PRESERVED AND MADE PART OF THIS AGREEMENT FOR 
INTERPRETATION AND APPLICATION INDEX 

BY DOCUMENT NUMBER 

A-DOC# CLAUSE ISSUE DATE 
A-1 Article V, Section 1(m) Compensated Overtime Make-Up 06/08/73 
A-2 Misc. Rest Periods-Storms, ET&DC 04/09/73 
A-3 Article 111, Section 7 Multiple Postina Procedure 05/11/76 
A-4 Article V, Section 11ml Distribution of Overtime 05/11/76 
A-5 Article V, Section 5 Meal Compensation 05/11/76 
A-6 Article IV, Section 1 (kl Overtime and One Dav Vacations 07/02179 
A-7 Article IV, Section 3 STD for Substance Abuse Rehab 07102179 
A-8 Article V, Section 1 O Inclement Weather 07/02179 
A-9 Division 9, 11 WorkinQ on Primary Conductors 07102179 
A-11 Article IV, Section 3(1) Transfer between Stations for Liaht Dutv 04/12/82 
A-12 Misc. Co-ops and Senioritv 04/12/82 
A-13 Misc. Six - Eiaht Hour Rest Periods 04/12/82 
A-14 Division 9 One-Person Trouble Crews 04/12/82 
A-17 Article II, Section 1 Personal Attorneys/Grievances 04/04/91 
A-18 Article Ill, Section 6 Supervision Return to Baraainina Unit 04/04/91 
A-19 Misc. Non-Storm Dutv Rest Periods 04/26/94 
A-21 Division 11 Alternate Work Hours ET&DC 04/26/94 
A-22 Article I, Section 1 (a) Union Recoonition and Representation 06/15/09 
A-23 Article V, Section 1 (q), Flexible Shift Hours 10/11/96 

Exhibit A 
A-27 Article V, Section 251kl BOGAR Job Evaluation System 9/2/98 & 12/16/02 09/02/98 
A-30 Misc. Madison Station 02/09/00 
A-32 Article IV, Section 1(e) Vacation of Rehired Employees 06/15/09 
A-34 Article V, Section 11m) LinePerson Out of Territorv O/T List 03/20/01 
A-35 Misc. Disconnect Non-Pav Aareement 11/01/05 
A-36 Article V, Section 26(c) Post-Retirement Medical Benefits - Health 07/22/04 

Reimbursement Account IHRA) 
A-36 Article V, Section 26(c) Post-Retirement Health Benefits 04/02/14 
Amend 
A-38 Division 15 SMAT Guidelines Aareement 04/02/14 
A-41 Article IV, Section 1 Clarification of Vacation Bank/Pension 08/22/06 
A-42 Article IV, Section 1 (kl WorkinQ Overtime Durina Vacation 08/22/06 
A-43 Article V, Section 1 ( c), Exhibit A 12-Hour Shifts 04/02/14 

6/15/2009 
A-46 Misc. Store Room BiddinQ 08/22/06 
A-47 Misc. Group Leaders 08/22/06 
A-48 Misc. Eyeqlass Pittina 08/22/06 
A-49 Article V, Section 8(a) Project Work - Outside Duke Energy OH/KY Service Area 04/02/14 

8/22/2006 
A-50 Misc. Undercover lnvestiaators 08/22/06 
A-51 Article V, Section 20lc) LeadPerson - Trainer Role 08122/06 
A-52 Article V, Section 20(c) Leadperson 04/02/14 

8/22/2006 
A-53 Misc. Advanced Waaes for Union Business 08/22/06 



A-DOC# CLAUSE 

A-54 Misc. 
A-56 Misc. 
A-58 Misc. 
A-60 Misc. 
A-61 Article V, Section 26 and 29 
A-61 Article V, Section 26 and 29 
Amend 
A-62 Misc. 
A-63 Article V, Sections 27 and 28 
A-64 Article V, Section 3 
A-66 Article IV, Section 1(e) and (k) 
A-67 Article V, Section 251al 
A-70 Article V, Section 4 
A-71 Article V, Section 9 

A-72 Article V, Section 29 
A-73 Article V, Section 22(a) 
A-74 Exhibit A 
A-75 Exhibit A 
A-76 Article V, Section 22(a) 
A-77 Misc. 

A-78 Exhibit A 

A-79 Misc. 
A-80 Division 10 
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ISSUE DATE 

Senioritv and lnterolant Biddina Riahts 08122106 
Certified Welders 08122106 
Emolovee Development Qualification Proaram 02106108 
Random Drua and Alcohol Testina 06/15/09 
Retirement Plan Aareement 06/15/09 
Amendment to A-61 Retirement Plan Agreement Letter 04/02114 

Vacation BankNacation Credit 06/15/09 
Health Care Benefits 06/15/09 
Short Term Disabilitv Issues 06/15/09 
Partial Day Vacations and Vacation Carryover 06/15/09 
Union Emolovees Incentive Plan 06/15/09 
Overtime Guidelines 04/02114 
Temoorarv Assianment at Other Locations 04/02114 
Retirement Savings Plan Changes for Tradtional Plan 
Participants 04/02/14 
Safetv Shoe Policv 04/02/14 
Midwest Commercial Generation Aoorentice Program 04/02114 
Production Team Restructurina 04/02114 
Generation Foot Protection Policy 05/08/08 
Transoortation Senior Service Waae Rate 06/20/13 
Revised Material Services Team Member Job Description 
EBS 01/15/14 
Repair Specialist and Senior Repair Mechanic Job 
Classifications 08/27113 
Seoaration of Gas and Electric Customer Premise Work 03/20/14 
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HISTORICAL DOCUMENTS PRESERVED AND MADE PART OF THIS AGREEMENT FOR 
INTERPRETATION AND APPLICATION INDEX 

BY CLAUSE NUMBER 

A-uuo..; If Ul\IJ;; 

A-22 Article I, Section 1 I al Union Recoqnition and Reoresentation 06/15/09 
A-17 Article II, Section 1 Personal Attornevs/Grievances 04/04/91 
A-18 Article II I, Section 6 Supervision Return to Barqaininq Unit 04/04/91 
A-3 Article Ill, Section 7 Multiole Postinq Procedure 05/11/76 
A-41 Article IV, Section 1 Clarification of Vacation Bank/Pension 08/22/06 
A-32 Article IV, Section 1 re Vacation of Rehired Employees 06/15/09 
A-66 Article IV, Section He and lkl Partial Dav Vacations and Vacation Carrvover 06/15/09 
A-6 Article IV, Section 1 (k Overtime and One Dav Vacations 07102179 
A-42 Article IV, Section Hk Workina Overtime Durina Vacation 08/22/06 
A-7 Article IV, Section 3 STD for Substance Abuse Rehab 07102179 
A-11 Article IV, Section 311\ Transfer between Stations for Liqht Dutv 04/12/82 
A-43 Article V, Section 1 (c), Exhibit A 12-Hour Shifts 04/02/14 

6/15/2009 
A-1 Article V, Section 1 m Comoensated Overtime Make-Uo 06/08/73 
A-4 Article V, Section 1 m Distribution of Overtime 05/11/76 
A-34 Article V, Section 1 m Lineperson Out of Territory O/T List 03/20/01 
A-23 Article V, Section 1 (q), Flexible Shift Hours 10/11/96 

Exhibit A 
A-8 Article V, Section 1 O Inclement Weather 07/02179 
A-51 Article V, Section 20(c Leadperson - Trainer Role 08/22/06 
A-52 Article V, Section 20(c) Leadperson 04/02/14 

8/22/2006 
A-73 Article V, Section 22(a Safety Shoe Policy 04/02/14 
A-76 Article V, Section 22(a Generation Foot Protection Policv 05/08/08 
A-67 Article V, Section 251a Union Em plovees Incentive Plan 06/15/09 
A-27 Article V, Section 251k BOGAR Job Evaluation Sv<:tem 9/2/98 & 12/16/02 09/02/98 
A-61 Article V, Section 26 and 29 Retirement Plan Aoreement 06/15/09 
A-61 Article V, Section 26 and 29 Amendment to A-61 Retirement Plan Agreement Letter 04/02/14 
Amend 
A-36 Article V, Section 26(c) Post-Retirement Medical Benefits - Health 07/22/04 

Reimbursement Account IHRA) 
A-36 Article V, Section 26(c) Post-Retirement Health Benefits 04/02/14 
Amend 

Retirement Savings Plan Changes for Tradtional Plan 
A-72 Article V, Section 29 Participants 04/02/14 
A-64 Article V, Section 3 Short Term Disabilitv Issues 06/15/09 
A-70 Article V, Section 4 Overtime Guidelines 04/02/14 
A-5 Article V, Section 5 Meal Compensation 05/11/76 
A-49 Article V, Section 8(a) Project Work - Outside Duke Energy OH/KY Service Area 04/02/14 

8/22/2006 
A-71 Article V, Section 9 Temporary Assiqnment at Other Locations 04/02/14 
A-63 Article V, Sections 27 and 28 Health Care Benefits 06/15/09 
A-80 Division 10 Separation of Gas and Electric Customer Premise Work 03/20/14 
A-21 Division 11 Alternate Work Hours ET&DC 04/26/94 



A-38 Division 15 

A-14 Division 9 
A-9 Division 9, 11 
A-74 Exhibit A 
A-75 Exhibit A 

A-78 Exhibit A 
A-2 Misc. 
A-12 Misc. 
A-13 Misc. 
A-19 Misc. 
A-30 Misc. 
A-35 Misc. 
A-46 Misc. 
A-47 Misc. 
A-48 Misc. 
A-50 Misc. 
A-53 Misc. 
A-54 Misc. 
A-56 Misc. 
A-58 Misc. 
A-60 Misc. 
A-62 Misc. 
A-77 Misc. 

A-79 Misc. 

SMAT Guidelines Agreement 

One-Person Trouble Crews 
Workina on Primarv Conductors 
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04/02114 
11/1/2005 
04/12/82 
07102179 

Midwest Commercial Generation Apprentice Proaram 04/02114 
Production Team Restructurina 04/02114 
Revised Material Services Team Member Job Description 
EBS 01/15/14 
Rest Periods-Storms, ET &DC 04109173 
Co-ops and Senioritv 04/12/82 
Six - Eiaht Hour Rest Periods 04/12182 
Non-Storm Dutv Rest Periods 04/26/94 
Madison Station 02109100 
Disconnect Non-Pav Aareement 11/01/05 
Store Room Biddina 08/22/06 
Group Leaders 08122106 
Evealass Pittina 08122106 
Undercover lnvestiaators 08122106 
Advanced Waaes for Union Business 08122106 
Senioritv and lnterolant Biddina Riahts 08122106 
Certified Welders 08122106 
Emolovee Develooment Qualification Proaram 02106108 
Random Drua and Alcohol Testina 06/15/09 
Vacation Bank/Vacation Credit 06/15/09 
Transportation Senior Service Waae Rate 06/20/13 
Repair Specialist and Senior Repair Mechanic Job 
Classifications 08/27/13 
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.Kr. Jolin H. Nit.chall 
nuuinerns flanager · 
Inca l Union lJ.•f7 . 
Into.rnatiol\al ·B+otbQrhood at 

:Slot; tri c·:iJ. 14ork¢ra / .!\B'L-GrO 
·AlO ~. Colarai11 AvcnUQ . · 
Cincinnati, ·ohio 4!1i:i!3. 

Daar Mr.· 11itch~llt 

·.· ... 
· . .. 

Ri!1. Griayance f3-2l-il-72 
• 

llofnrenco is made to th11. f.irst step arbitration 11\£1otinq held on 
M11y 11, 1974 whctra 11e diucussed the griovanoo of llr• John rroy, a t"loet 
Attanclnnt nt ~hll &r.c. neoJ:jord Station of tho E;Loctrlo Po~ction Dapart-
1119nt. f.lr. John Mitaholl was pra-oent aa the Union .deaignatt:d arbitrator 
And l•r, 11. •. t:lu:nsclwcndar, tho Complin.y arbitrator end !:fr, ll. JJ"y:i;-nea wero 

· pJ:al'lr."nt for thi:i Co!l\Dlll\Y• · · · . 
. ' . . . . ........ . 

:rn di sc:ul'lsin.<J tho fO:ote of this partit:tJlnr cll~e :fCIU a_u,99sated .that 
conai_d()rat.1on aho·u1d J::;a gi~n to eot:Abliilh1n9" a uro-cedu~ whereby ernploy­
aea ·could be coMponsated fQr tirne noi: oorke.d in epocif1o ir1:1tMcoa where . 
ell!ployeas r~pr-ea~nt6d by the \'.Inion loat oppo~tunitiea for o:vertiMe work. 
The Company hll ll· rc"'le\~ this h'a ttcr .e:nd proposes the· follc•winq procedure11 
c~ee.rnins'-thin subjec:ti ·. · · · · · · 

:t.f a f.orotJ8.n pcrfo;an!I tt'Orl; which tho C:cmpany agJ:cca should . 
hli.vo l:~en p~rforroecl on nn overtit:o bnais :by nval·lable e111t>loyeeis 
in a job claaoifieation repreaenUid by tl1a ·union, then, as a· 

. re!Wdy, the Company anall !Jay ·tho employee lovest in overtime 
in tho claaaification which should ~ave b~en assi_gnod tho over­
t~mo 1«>rk ror:· tl\at 'l«lrk at.the appropriate overtime ·ra~ •. 

· I~ !in employee .in a job ·clasaificat;ion repreGentod by the 
Union perform11 ·\\(Irk on an overtice basia ·which the Corr,pziny 
ngreos sllould ljave bocm per;forr.-:ed by an a~ila?l-le envloyee in 
iu~otrur cla&:1if-ic11t.ion raprasciit~d ·by tho llnion, thon, ·as 11. 

re1"!0dy, r:>.ake•up overtil'ilO wort will. bo provided for tha Ell8p-loy04 
lowest in overt:iu 1n the . cilassi~ication · to .wllich the WdJ:k:· ahould 
have baen 11.aaiqned. · 

1 

i 
i 
; 

i 
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John w. Hi tchell June S,· 1973 

In any ca.ae. concerninq ·overtime essi~nts ·which J.s ul. ti"­
rnatoly puraued to arb!trat~on and ~hiCh~annot be resolved by 
the ·cor.pnny and Onion o.rbit-rn tors and' which !.a s"Ubsequently 
sumitt.od to a third and ne\ltral arb~trator, the neutral arbi­
trator will be reat;riated -to providing 1nakf.l-up overtime ~Tork an 

·a re131edy if the neutral· arbitrator decides a pnrticular· onsc. 
· ·in · favbi:- of the Un.ion. · · 

. :· 

It i:S. beli~~d that the above stipulatod. procedure will aiiow dia;_ 
lB concierninq- oye:i;:tirne aasiqnments "to ])jt equitably res0.1.Ved "to· the. 
ial satiofaation of the Conipany ·and the Union and that. it confor=a to 
e BU9"C]O:JStion. · Plea-!le ~eviC,'l thia procedure, and aonfil:lll i>"l'letbor or 
·you concur- : 

• ·1.- ' • 

. If thl.s proi::o4ure ia :agree<llble to t:he llnion, it i• a'!)ticip;lted tbllt 
a.rbit3:'4t:!on case ·o~ · 1fr• John froy can bo prolllpilY resolved. . . . . .. 

. · ·::·. V'caxy -~;Ly'·~~s," · 
. . ~. . . ·. . . 

. . .. · .. :. . · .......... ., .. 
•• • . ·. . .=; .: ·-

... • 

.... .. -~. ;· .. ~ ·:·~:-: ~ ~--.,..·.: ::._ 
~ • • • J 

w .-E. Dicklioner. " ·· .:-'· _: .-.. ._ 
w. v.· vmi Gi~ ·:· :·_. · :.:·· ... : _: ; ~ : . -. 

. :; ' 

,. 
i 
I 

I 

I 
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~ ... 

T~E ·CINCINNATI GAS:_ & ELECTRIC COMPANY · 

.. ·,·· ···:·:· - : .. 
April 9, 19 73 

J. 

. .- .. 

'<Mt-.· John w.· Mitcii,;ii. .. 
:Business .Manager 

. ..... ...... . . . . . . 

, Local· Union 1'34 7 
International Brotherhood of 
Electrical Workers, AFL-CIO 

··4100 Colerain Avenue .. 
Cincinnati, Ohio · 45223 

near Mr. Mitcheli: 

. . 

•. ~-~ .. , .... ·•. :.. . •, ·-· • ;_. :·· i' 6. ~ .. / ••• : ,.·. ••• • • •• ' • -

" · ..... During the 1973 negoti~ting meetings the· colmtlttees discussed 
.. ;·.practices concerning, :rest'.periods l=>n extended per.ioda.:of,.work .neces- "'' 

sary to' restore the syste!ll to service following severe :storms or ,. : ,.c "· 
other ca~ses. of extens.ive'<lamage to the Company's e:i,ectrio facilities. 

:· ·~-::::: . -:.: -~~~;~·::-:· :··:::·;~i..!;.·:~.: ~~:":.:.::::: :::'..::::.:._:.~~::~·:.-::..:· : .. ·. -~· .. . . ::.:::.:. ·.. " . ··-·- : ... :. :p ..... ~ .•. : ::·:.;·:: :: • .:.-· >:~ :.:_:... .:_. ·::. ~ 
. ·": '.'3.:"'.·'.'';'.-::i.' o.uriilg.,this :;Q.is'cU.Ssion';· a .letter~from. Mr~"H, w;":"Grate,-'',d_ate~~:::·;;; 
.,-..-;March : 25 ,-:.19 70 was :."read .~concerning :these : practices ;":.which ·,are ..:referred 
-· -~ ~in,):!1.e" E'.!-~ot.r;J.c,-·Dist::ri~.utii:m: ·Dep~nt. ~~r~ ·:~1,1l~s; :_:.._';Uhe,~{)~i..,il-9;"'£'".~~ 
" .-t:ices . can •'be ~·descrlbed-.as"-folla-,1s r "'"°"· ... ···--:•-··-·· ·'·--'~--·-c- ·--·- ... -;. ,,_J""<~:'. -_,,c~:· 

·~~:r~:.· •; •:~"H( • .. ~~~:-~:~~~::".~~~::~::~~:-:~::r.•~:.; .. :~·=~J.•.-~ .1
,' •• 0 ,o ..... : '/ .. ~ O :·:·~ :~ .- ' :· t .. ·:·;, •' ~ ·, '·: ,·· o:::: •, O O O :.:·. \ .. ··: .f·-:'.' .?~:~::• ·""!.': .. : ·"~:~', 

· ·· " When men"are: released fol: rest ·they are told at what hour·· ... ··~ 
. they should.: report_ back to '.'their ·headquarters for further· . 

·-

·· .. 

work assigiunentir •.. This· rest period 1nay be from four to -,\ · 
· six- hours depending on conditions. When such :rest -.periods .· 
extend into: the .employee ~.s -reqular work period/.he .::1.s .paid 
for the·time within his work'period at the .regula.r:'.rate of' . .,.-. 
pay• . . . . . .. :· : ... ~- "' . . .... ·. · .. / : ·; . _· : :.; . . =.: ·.: 

·.·..: .. 
.. .. 
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THE C1NCINNATI GAS & ELECTRIC COMPANY 

ARTHVR R.EHFtNSCHWENO£R 

Mr. Timothy. O'Leary 
Business Manager 
Local Union +347 
lnternational Brotherh~od of 
Electrical ~rkers, AFL-CIO 

4100 Colerain Avenue · 
C.incin.nati,. Ohio 45223. 

Dear ·Mr. O'Leary: .. 

ATTACHMENT TS-7(c) 
Page 9of137 

CINCfNNATl.OHIO A~201 

May 11, 1976 

. During the 1976 negotiation meetings,» the coinmittees. 
~or th~ Company and the Union disC11Ussed the multiple post­
ing procedure as admipi~tered in the Electric Transmibsion 
and Distribution Construction and the Electric Distribu-· 
tio~ En!Jineering Departments '9-tti respect· to: job openings 
wtµ.ch -heaollle available a~ter the. pe>std:Ji.g date of a pa:rtic:i- . 
ular posti~g. · · 

.. . . The established ~sting pro.oedureli have provi.de~.·that 
positiQns whiclt .become .ava?-l~le after a postiilq ilate but 
before a: job .posting is processed, iu:e included· in the·· 

·original posting·. This proee~:te is thb\tqht··to serve the 
best interes·t of employees and the Compaiiyr employees bene- • 
.~,i,t becal?Jle .additional .job opportunities become. available 
at ·earlier dates and· the Company benefits becaµse .it obtains . 
necessary lllanpOwer at earlie!=' times. .Although this procedure 
allows employees to prC111ote or cross bi"d to another job or 
work location. when that particu,1.ar job 111ay not have been 
specifically listed on.a posting notice, employees \fh.O com­
plete.bid sheets in.the normal and accustomed manner can 
obtain a beitefi:t frOl'll the early filling of a job. 

The Union bas requested the Company to·post all.original 
job openings. It is requested that openings which occur after 
a posting· date be included in an addendum.· to the posting. 
This arrangement will allow those few employees who do not 

· submit advance bid sheets in accordance with the inten·tions 
of the post~g procedure to evaluate an opening .as it nay 
occur. 

3 I 



ATTACHMENT TS-7(c) 

Mr. ·Tinicithy 0 1Leary ·- 2 - May 11, 1!!76 

As a result of the Union•s request, the CQl\lpany agrees 
to li~t all original openings on posting notices.· Con­
sistent with the multiple posting program, resultant open­
ings will not be posted. If an additional job opening be­
comes ayailable after a posting 4ate, the .manageme.nt of the 
Company will .evaluate whether or ·not to hold that···operi;ng.· 
until a subsequent posting or to post an .. addendum to !;Ire · . 
origina,l posting.. If an addendum ·is added to. a pcistirig, 
the entire posting will remain open·until·the closing date 
which is two weeks after the adaendum· is posted. Subsequent 
addendums posted by the management?. of .the Company· will delay 
the entire posting for additional two week periods ·after the 
addendum is posted. 

' . 
:rt is e111phas.1,zed that this change in procedure in no 

way_wi11 restrict. the Company•~ responsibility to_detepnine 
its manp0wer. requirements at: particul.ar locat.ions. or. its 
auiiliority to determine when to pqst a partic~ar job·, T~ 
re~pa~sibiiity fo~ ·th~s function must b.e reserve.d to_ the· ·tiian­
agesiiiWt .of ·tlle company. . The C0111pany lnU!!t also retain. the 
r~ght; .1io ·.cancel: a posted openi~g at any_ time. · . 

·Implementation of this revi11ed. pro.cedw:e- will :it_opefuily 
aatJ,-sfy the Union~s request concert:Upg lls~g or'1-ginal" cip_en­
inga iuidez: the 111.u!tiple posting 11tstem in the. Electric Dis­
trihu.t.f.on. ·Enqineering and the· Electric 'l'ranSm.ission and Dis-
tr.P,ution Construction Departlllents. · 

' •. . -- ··-·· 
. very_ trUly yours, . 

~:/.-cf L.,L 
Arthur R. Ehrl).schwsnde·r· 

.· 

.. ·. 

Page JO of 137 
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ATTACHMENT TS-7(c) 
Page II of 137 

THE CINCINNATI GAS & ELECTRIC COMPANY 

Mr. Timothy O'Leary 
Business Manager. 
Local Union 1347 
International Brotherhood of 
Electr.ical Workers, ··AFr; .. ;:cto 

4100 Colerain Avenue 
Cincinnat~, Ohio· 45223 

Deal' Mr •. o 'Leary: . 

CtNCTNNATf.01110 "4:5'201 

May 111, 1976 

During.'the 1976 .negotiation meetings, ·the .committees 
tor the Company and the Union discussed the allocation o.t' 
planned overtime among persorinel at. the vario·us· ovEi°l•head 
districts or the· El·ectric Transmission and Distribution 
Construction Department. . ' . . 

. . In -order ta resqlve any di.t'.t'erences of opinion wliich 
may ,e~ist between the CompanY and the Union, including tne · 
arbitration oase ot Mr. Wayne Hutchinson, the Company agrees 
that planned.over.time shall be distributed in accordance 
with the. provisions of ·Article V, Sect.ion l (m), at each 
headquarters. Overtime work a~ailable at a particular head­
quarters will be determined according to the supervtsory 
geographic areas established by the management of the Com-

. pany. ·p1anne!l overtime within a partl¢uliir superi:lso·ry ·· ·. 
geographic area or responsibility will be assi~ed to em­
_ployees at a particular headquarters within· the area so 
that qualified employees are either worlc1ng overtime or 
have been given an· opportunity to work overtime before 
other employees from other geographic areas of responsi­
bility are assigned the overtime. 

It must be stipulated, however, that the generalized 
planned overtime distribution policy set forth in the above 
paragraph shall not apply to particular overtime assign­
ments as ma1 ocoa11ionally arise when an individual. w1 th 
particular. ~kills is needed for a· certain work assignment, 
or for incidental overtime work where particular and specific 
emplay.e.e.s are .required to complete an assignment which is 
·being executed during the regular work day. It must also 
be understood that these procedures will not prevail in 
emergency situations where additional personnel from various 
geographic areas may be required to.work lfithin a different 
area or areas. 

4 



ATTACHMENT TS-7(c) 
Page 12 of 137 

Mr. Timothy O'Leary - 2 - May.11., 1976 

In implementing these procedures, it must be clearly 
understood that the management reserves the. right to shift 
the assigned supervisory geographic areas of responsibility 
whenever it believes such movement to. be necessary and that 
work in the fringe areas of one geographic area which may 
overlap into another geographic a.ilea will generally only . 
be assigned to personnel from one particular overhead head­
quarters and not in part. to .crews from different fleacyquar- . 
ters, · · · · ·· ·· 

Whenever overtime work is performed by _personnel· from 
one district wh'ich the Company agrees should have been as­
signed to personnel from another headquarters, it is a·greed 
that make-up overtime wo.rk withi-n the s~ope ot; duties of the 
involved Job classification will be provilled to the appro- · 
priate employees from the 'headquarters to which the over­
time work should have been assi~~q. 

While the Company ·mus·t continue to maintain flexibility 
J.n assigning crews during the. nornal st~aigbt time work day · 
to any lo~ation, it is hoped that this revised. procedure will 
resolve the questions concerning. the·distribution of over­
time work among personnel in various o~erhead headquartet•s 
in the Electric .Tran·smissiori and Distrib.ution Construction 
Department, · · 

Very truly yo~rs, 

; /• ~ i,. 
Arthur R. Ehrnschwender. 

; 
; 
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THE CINCINNATI GAS &. ELECTRIC COMPANY 

AATH UR R. £HRN SCHWE.NO £R 

Mr, Timothy O'Leary 
Business Manager 
Lo9a1 union 1347. . 
International Brotherh~od of· 
Electrical Workers, AFL-CIO· 

4100 Colerain Avenue· · 
Cincinnati, Ohio 45223 

Dear Mr, o 1 Leary s 

1:::JNCINNATl.OHIO .Ce.201 

May 11; 19 76 

During the 1976 negotiation meetings, the conunittees 
of the Company .and the Union discussed t~e intention of 
the meal compensation.provisions of the cUrrent ~greement .. 
contained in Article v., Section .s. · 

' 
. The Aqre!!lllent clea"rly stipulates that the Company 

may provide a meal, or compensation in lieu thereof, at 
the stipulated time intervals. For overtime assignments 
of short duration, it is understood that the most eornmon 
practice i_s to provide en:iployees compensation in lieu of 
a partieular meal at the designated times. In some in­
stances employees will accrue more than <llle.meal allow­
ance durinq an o'lfertillle as11ignment. Only rarel.y, however, 
would it be thought necesaary to stop work more than 
once to obtain meal.a, ~wever, except for occasional 
emergency situations, no employee_ is eXpected to work 
for an eXtended period of time without being qiven an 
opportunity to obtain something.to eat: 

The procedures .to be utilized when obtaininq meals 
will va.ry with the circumstances in particular cases. 
It is a aaperviso:r;y responsibility to.make the· necessary 
arrangements to procure meals, · In sorne~instances the 
supervisor vill make plans for eJllPloyees ~ stop an 
overtime assignment 411d go to a restaurant. In other 
cases the supervisor may arrange for emp~oyees in a 
large work group to stagqer the times of their absences 
from work to consume a meal. Sometimes a member of a 
crew may be sent to an eating establiahment to obta.iti 

( food for himself and other !Yllployees • 
... .. 

·5 



Mr. Ti.inothy O'Leary - 2 -

ATTACHMENT TS-7(c) 
Page 14of137 

May 11, 1976 

While no provisions of the current Agreement reflect that 
employees must be given an opportunity to eat a meal at any 
precise time, it is expected that all supervisory personnel will 
undertake to apply the meal allowance provisions with a pe~sonal 
understanding for the needs of the employees under their super­
vision. The application of reasonableness and good judg111ent by 

, the supervisor and the consideration and understanding of the 
. employees involved in particular situations .will hope.fully avoid 
· · future misunderstandings. · .. . . . . .. : 

It is hoped that the application of the me'ai ·compensation 
provisions of the .current Agreement according to the intentions 
set forth in this letter will minJ,mize the ipconvenience· ·to em­
ployees who are required to 1«trk overt:im~~ · 

Very truly yours, 

Arthur R. Ehr.nschWen\"Jer 
,. 

-·: .. 

; 

.. 

j 
! 
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THE CINCINNATI GAS & ELECTRIC COMPANY 

AqTHUA R.EHA'NSCHWEN0£A 
VICI!. •nt:SIDS:NT 

·· .. -- . .· 

Ml". Louis Amshoff 
Business Man(lger 
Local Union 1347 · 
International Brotherhood of 

Blectrlcal Workers, AFL-Cro 
4100 Colerain Avenue 
Cln<?lnn~ti, OhiO · 4.5223 

p'ear Mr. Amshofl: 

July 2, 1979 

.-~ 

. ;J • . 

During tf!e 1979 negotiation meetings, represe.nt!ltives of .the eo.mpany ·and 
the Union discussed tlie ·method to administer· overtime for emplf?yee,s· who are _ 
permltted ·to. talte one day· vacations ci;mtlgt.i"ous to scheduled ore !Jays. 

! > • •• •' • I • .. 
· In 1~76 the Company and the. Union ·&'greed to ailow an employee w.lth two 

or more weeks of va<?atlon to take five. dayi; ·of that vacation In one- day Increments. 
The purpose of this provision wils to alfow ··employees to arrange In advance to have 
time off !or personal business which could not be taken care or outside the regular 
working hours. At the tl~e the parties agreed to this provision, no discussion 
evolved concerning worlqng on scl\eduled ·of( days contiguous to a. one day vacation. 
~ubsequently, ·in July, 19'17; the Union pl'9posed that the vacation procedures . 
specified in Article IV, ·Section 1(k} should prevail .for one day vacations. The 
Company thereafter, conducted a survey among the various departments concerning 
the Union's pl'()posal. · 

. • • : t • . . . 

At that time the management in the Electric Production Department indicated· 
that, because of its unique around-tlie-clock operations, It could not agree to 
Implement the Union's proposed policy. That decision was based on the fact that 
during the summer months of the· traditional prime vacation period, the department 
allowed es many employees off as Is prudent with sate and efficient operation. 
While no major s<?heduled overhauls are planned during th.e summer months, such 
overhauls and for<?ed outages durlng .the Spring a.nd Fall require ·that as many 
employees as possibl~ be avaUable .on Saturdays and Sunda.ys, when .load conditions 
permit additional maintenance. 

During the 1979 negotlaUons, the management "in the Electric Oper11ting 
· ·nepllrtment Indicated that It -could not accommodate such a proposal In the Sub­
station Operators Section where employees work on a rota.ting shift schedule. 
Because of the nature of their work, It was also agreed that an employee granted a 
one day vacation In the Substation Operators Section w0u!d also be ~pected to be 
available tor overtime esslirninents on off days contiguous to tha one ~ay vacation. 
With the exception of . the Electrlc Produ~tlon Departn:ieht and the ~ubstatlon 

6 
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iperators Section of the Electric Operating Department, the proceC!ures for working 
n scheduled off days after a one day vacation. will be administered in accordance 
·ith provisions of Article IV, Section l(k) for those employees who request a one 
ay vac.atlon at least seven calendar clays prior to the date requested and obtain 
ie approval of supervision. 

Some questions have arisen when employees are granted one day vacations 
ue· to extenuating circumstances with less than 11 seven day notice. In such cases, 
rtlcle IV, Section I (kf does not apply In any· work groups. Such .employees are 
JCPected to be available for planned and unscheduled overtime In their normal 
iquence on scheduled off days. When previously planned overtime is canceled, 
lose emloyees at work can reac}lly be· advised of the cancellation. An employee 
ho has been granted a one day vacation withbut a seven day notice and who was. 
reviously n·otlfied of planned overtime on the subsequent of( day is expected to 
im munlca te with his supervisor at least one hour prior to the end of ttie ·regular 
iheduled work day of the one day vacation in order to determine whether or not. 
le. planned overtime will still be performed. An employee who reports· for cance.J!ld 
Janned overtime without having communicated in such a manner will not be paid 
iro hours pay. at the straight time rate as provided in Article Y, Section 4(e) of 
te Agreemei;it. 

It is B11ticlpated that this letter will clarify any ,misunderstandings. concerning 
orking on contiguous off qays after bein~ granted one _de.y vacations, Proceeding 
1 outlined in this letter will help avolil greatill' limitations on the number of 
lowable one day vacations tor employees, . . . . 

Very trUly yo11rs, 

CJ:tif!- /!-·~ 
Arthur It· Ehrnschwen.iler 
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THE CINCINNATI GAS & ELECTRIC COMPANY ""1(" lt"--~---·-.-
C!NCINNATl.01-UO -4 .~izor 

ARTHUR R.E;HRNSCMWENCEFI 

Mr. Louis Amshoff 
Business Manager 
Local .Unlon 1347 
International Brotherhood of 
Electrical Workers; AFt-cro 

4100 Colerain Avenue 
CinclMatl, Ohio 45223 

Dear Mr. AmshoCCs . 

July 2, 1979 

During the 1979 negotiations, representatives· oC the Company and the 
Union discussed the compensation policy tor employees who undertake treat­
ment for alcoholl.sm. 

While sick compensation has. not previously.been granted. for the treat­
ment or .a1coho!ic conditions, the Company will alter that arrangement when 
an employee obtains -treatment at an ~pproprlate detoxification Cecllity under 
the direction of the Company Medical Director or In coordination with the 
Medical Director and .the employee's personal physician. Available sick pay 
may hereafter be used for the Cli'st continuous absence when an employee 
undertakes to correct an alcoholic probiem through iin approved program. IC 
the Initial rehabilitation_ effort. at a -treatment .center ls not successtul, the 
employee will not. be granted additional available sick pay. .. . . . 

The Company ls wllllng to extend this extra effort to help affilcted 
employees and their families, to eliminate the burden Imposed upon the. fellow · 
employe!Js, and to minimize lost productivity and absenteeism· caused by 
alcoholism. An employee who Is unwilling to· accept the responsibility for his 
own behnvlor or who refuses to participate In a necessary program will, as In 
the pa.st, jeopardize his continu_ed employment with the Com"(iany. 

The Union is encouraged to make the Company Medical Director aware 
of Individuals thought to have alcoholism problems. With such assistance, 
fellow employees may be given a chance !or which they may be lorever 
grateful. 

Very truly yours, 

(i;tLf.rJLL.L 
Arthur R. Ehrnschwend~r 

7. 
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THI! CINCINNATI GAS & ELECTRIC COMPANY 

ROBERT" p. WIWt 
VlCC: -l;SIOC:HT • 

·Mr. Louis. AmshofC. · · 
Business. Manager 
Locai Union 1347 
International Brotherhood of 
. Electrlaal Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio · 45223 

Dear Mr. Amshofr: 

July 2; 1979 

. This letter is intended fo clarify the policy co~cernlng outside wqrk during 
inclement weather for employees In the Overhead Divisions of the· EI.:ictrlc Trans­
mission and Distribution Construction Department and the Underground Division o.nly 
while· perfQrming U.R.D. WQrk. As has 8,lways been .the ease, all crews will work 
without regard ·to w_-:ather-condlt!ons when it Is necessary to protec{ lire, .property, 
or continuity of sel'V1ce. . · 

. · Whe/1 It Is rainlrig or snowing at starting time and the iob Is within 30 
ll'!lnutes or less travel time from-. the. headquarters, the crew will remain at the 
headquarters untn the weather clears. If the job Is o'ier 30 minutes travel time 
from· the headquarters, the crew will le!lve at starting time aad proceed to the job. 
Crews assigned. to. Indoor jobs In protecte"d areas· will start et the regular time. · _ 

· .. · .... IC rain ls ol a misty typl! or snow ls or the dry type apd will not soak the· 
Clothes, work will continue. A good Indication of rain ls If the Windshield wipers 
on pas.~lng vehicles are operating contirtuously because of fallfng moisture. During 
misty rain eonditlons work assignments will be made so that a minimum of hot 
work on lines and equipment over 5Kv is required. - · 

When the headquarters' thermometer reads five degrees or lower, the crews 
will ste.y at the headquarters until the temperature rises. When the temperature ls 
six degrees and rising and the wind is calm or light, the crew will proceed to the : 

. job 'site and. begin worlclng: If tlie temperature is ten degrees and the wind Is · I 
strong and gusty, the crews may remain at the headquarters. Whenever the _ii 

temperature reaches 11 degrees, employees will proceed to the job site and begin 
working regardless .or wind ·conditions. 

When the crew arrives at the job -site, the employee In charge will ~tart the 
j9b· as ordered and evaluate the working conditions. If 11t any time after the job 
has been under Way the weather eonditlons gel worse, or the conditions are such 
that the employee cannot carry on the work due to cold l!Jld wind, the employee· in 
charge Is to stop operations and commwilcate with headquarters. The crew wfll not 
be . required tl> seek shelter In the trucks long~r than necessary or for prolonged 
f)!?rlods of tJme. 

l 
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l.ouis A m~ho ff - 2 - July 2, 1979 

_ Every effort will be m11de by tlie District. Supervisor to assign work suitable 
he weather conditions. Consideration should be given to crews in trucks 
out· crew compartments or sufficient shelter for layo11er periods. 

-· It Is hoped that this letter will clarify .that there is. ni;i intention to change .. 
existing pro"edures for Overhead employees who a.re required to work· outdoors· 
~g inclement weather. 

Page 19 of 137 
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THE CINCINNATI GAS & ELECTRIC COMPANY 

ARTHUA R.EMi:tN$CHWJZNOER 

Mr. Louis Amshoff 
Business Manager 
Local Union 1347 
Internatloriil.l. Brotherhood of 

Electrical Workers; AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Dear Mr. Amshof!: 

July 2, 1.979 

•. CINCINNAT1 OHIO .o !5201 

During the 1979 negotiation meetings-, the committees for the Company and 
the Union discussed the policy for work on energized primary conductors by construc­
tion crews In the overhead districts of the Electric Transmission and Distribution 
Construction Depa.rtm ent. · 

Since all bucket trucks .In the overhead districts are equipped with controls at 
ground level1 a single lineman can safely work Crom a bucket truck with the 

·assistance, on the ground, of an employee not capable oC climbing. Should an 
emergency situation occur, the lineman could be removed from the vicinity of the 
energized conductors. · .. 

. IC work ls being done by a lineman belted on a pole s.ncj another lineman is' · • 
not immediately available, the employee assisting al ground level -should be another 
linem·an. This employee's belt and climbers should be rea<til.y availllble. If a · · 
supervisor wtth climbing ability Is present and belt and climbers are readily available, 
the e~ployee on the ground could .be other than a lineman. 

Tlie policy, as stated above, refers only to .overhead line work being done on 
energized primary conductors or In the primary area. Crews need not consist of · 
two linemen for secondary or service work, work on de-energized .conductors or 
equipment, UR D ground work or work with hot sticks where the lineman ·Is outside 
the primary area. 

It is thought that this letter will clarlly the Company_'s policy concerning 
working In primary areas. 

Very truly yours, 

Arthur R. Ehrnschwender 

I 
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ATTACHMENT TS-7(c)' 

THE ClNCINNATI GAS & ELECTRIC COMPANY -~ 
Pae2lofl37 

• ·~ • ;! • 
. ,,.. I • ' 

. ii ..... ·~ 
car .... . 
Cl~CINNATJ,OHIO ... ~201 

ARTH\.IR R. EH1'1'SCHWEHOCA 
•l:HIO• VICC P'RCAn;JtrcT 

· Mr. Mich!lel E. Gilligan 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Dear Mr. Glllig1t111 ·· 

April 12, 1982 

.. 
During the 1982 negotiation meetings, representatives of the Union and the 

. Company discussed the changing ·ot employees' headquarters In order to provide light 
duty usignments. · 

A1 agreed dilring these negotlatlorui, the Company will not transfer bargaining 
• unit employees of the Electric Production Department between generating stations Jn 

order to obtain a light duty assignment. The right ol an ot.her d~ments to eftect 
transfers of employees assigned to light duty between headquarters without lnclirring 
.any additional expell!es was reatf'unied during these mee~ . . . . . 

It Is anticipated that thb letter will clarify IUIY misunderstanding concerning 
li~ht dutY. .~signments. __ ........... _ ........ --·-

Very truly ·yours, 

t2d!:.- /.£, .. .,t. ... ' 
Arthur R. Ehrmchwender 

' 
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THE CINCINNATI GAS &. ELECTRIC COMP.A,N'( 

AlllTHUR R. EHRtiSCHWENDCR 
SC'HtO• VICE. ffllr. .. cor.H? 

" Mr. Michael E. Gilligan 
Business Manager 
Local UnJon 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Dear Mr. Ollllgan: 

. CINCIKN.A.Tl.OMIO "'!520t 

April 12, 1982 

,. 

During the 1982 negotiation meetings, representatives ot the Company and the 
Union discussed the cJsssifled seniority dates established tor former co-op employees 
who are hired on a permanent basis.. 

AB a result o(. these dfsomsions, lt wt!S agreed that co-ops hired as lull time 
employees on or alter April 1, 1982, who had -previOUsly pel'formed work In job 
classifications represented by Local Union 1347 will not receive a C!l~fied seniority 
date which retlects the time spent in such a starting Job cl.U$i!fcatlon, u they have 
in the past. The long established praotlce ot adjusting the continuold service date ·of 
these employees after they have completed their .probationary period, howevel', will 
oontlnue to be adm !nlstl!red as· It has been In the past. 

It Is thought- that -this arrangement will satls(.y the Union's concern about the 
establishment ot co-op~s seniority dates. 

Very truly yours, 

~~ 
Arthur R. Ehrnschwender 

12 
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~-! -.""°'.· ~-.. --
THE ClNCINNATI GAS &< ELECTRIC COMPANY ~ 

ARTHUR R.EHRHSCHWl:NCtR 
SCN'IO• VICE. ~ .. tSICtH,. 

.Mr. Michael E. Gilligan 
Business Manager 
Local Union 1347 
Interns ti on al Brotherhood· of 

Electrfoal Workers, APL·CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Dear Mr. Gilligan: 
.. , 

CINCINNATI, OHIO ""'!5201 

April 12, 1982 

During· the 1982 negotiation meetings the committees discussed the length of · 
the rest periods allowed employees after they have ·worked extended hours due to 
Company needs. 

Prior to these negotiations, most departments attempted to grant a tour to six 
'hour rest period when possible to employees who worked suah extended hours. Due 
to the dl.soll'Jslon at these meetings, the Company wlll now attempt. to. grant a six to 
eight hour rest period whenever possible to employees represented by the Unlon who· 
have. worked extended hours. A six hour rest period In all probability will be the 
normal rest period; however, when practical, &!) elgJlt hour rest period may be granted. 
The other prClvlslon:s of the Companyrs .rest period policy will 'be administered the same 
as they have been tor many years. ·· • 

It 'is- ~nU~lPat~ that-thfs-·chang°e will alleviate the Unlori•s. concern· al>Oiit"-lfs --· 
members receiving adequate rest after working extended hours before returning to 
work. 

Ver-y truly yours, 

(Ad:-/Ll2--LL 
Arthur R,' Ehrnschwender 

13 
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. THE CINCINNATI GAS & ELECTRIC COMPANY 

ARTHUR R.E ... l'llN5CHWEND~R 
•twrOflt vier ll'ltits•Oot:HT 

M~. Michael E. Gilligan 
Business Manager 
Local Union 1347 
International Brotherhood o! 

Blectrfoal Worker11, APL-CIO 
·UOO Colerain Avenue 
Cincinnati> Ohio 45223 

Dear Mr. Gilllgam 

April 12, 1982 

ATTACHMENT TS-7(<) 
· Page 24 of 137 

-CfNCINNA.Tl,0,..·tlO ""8201 

Diir!ng the 1982 negotiation meetings, representatives of the Company and the 
Union discussed the safety oC one-man trouble crew operations In the Electric Trouble 
Division ot the El~ctric Transmi5Sfon &: Distribution Cons"truction Department • 

. As agreed, an employee working alone may request assistance. If the Company 
determines that such assistance ls required It· will be provided, either In the nature 
of another one-man crew or else In the form ot a replacement two-man crew. However, 
those duties which can safely be performed by one Individual w(ll continue to be 
asslped to one-man crewa. 

It ls thought that this· letter· adequately Ustlres the union that the Eleatrlc · . 
Trouble Division employees will be assigned tasks which can .safely be perCorme"d by. 
the crew,. whatever Its meke-up. . . _.. _ . 

Very truly yours, 

., ~/,~ 
Arthur R. Ehrnschwender 

14 
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CG&E . : The Energy Service Company 

the CinclnnalJ G.:.:2 & Efeclrfc Company 
P.O. Box 960 tincinnar1. Ohio 45201·0960 

Mr. M:icrufel E. Gilligan 
Business M,anager 
L=al. uruon 1347 
International Brotherhood of 

Electrical Workers, AFL•CIO 
4100 Colerain A venue 
Cincinnati, Ohio 45223 

D~ Mr. Gilligan: 

April 4, 1991 

John P. Roos 

ATTACHMENT TS-7(c)l 
Page 25 of 137j 

Manage<. Personnel Rell!bons 

During the 1991 negotiation meetings the oommittees of the Company and 
the Union dlseu~ the repi:esenta.t:lon of employees by personal attorneys or 
outside agenc:!es during the grievance .and arbtt:rat:ion p:rocedures. 

As a result: af these disctisslpns, the parties agreed that the Union :Is the 
. sole bm:gai!rlng representative :tar .its members and therefore no outside 
representation will be p~ during such meetings. This in no way 
re.stricts the Uruon's ab:ilit:y to have an atl:orney represent :l!:s own .interests 
during the grievance and arbitration procedure;s. 

It is believed that by proceeding in this manner the concerns expressed 
during these meetings ·have been allav.lated. 

Very truly yours, 

C\..,_c 1?1~ 
vj~ P. Roos . 

. . 

17 
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CG&E . The Energy Service Company ATTACHMENT TS-7(c) 
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Th• Clncln"alf Gas &. Eleetrtc Comp,any 
P.O. Be• 960 Cinonnah, Ohio A5201-0960 

Mr. Michael E. Gilligan 
Business Manager 
Local Urtlon l.3'47 
International Brd:herhood af 

. Elecb::ical Workers, AFL-CIO. 
4100 Colerain A venue 
c:inc:innatl, 0 hio 45223 

Dear Mr. G:llligan: 

John P. Roos 
Manager. Personnel Aelalions 

April 4, 1991 

· Dw:inq the 1991 negotiation meetings, the o:immittccs of the. company. and . the union discussed the Union's o:>ncerns regarding supervisory employees who 
return to the bargaining unit after _ being away from their former line 
of progression. 

As stated during these meetings, when a supervisor returns •to the 
bargaining unit, the Company evalu~ th.e employee's ability to perform. all. 
aspects c£ the :Pb to which he/she is returned. In order to alleviate the 
o0ncern expressed during negot:iat:ions, the company assured the Union that it. 
will especiany ':Insure that individuals, who return to their former· job from 
another line· of work, are capable af. safely and satisfact:orily performing · the 
duties of their bargaining unit job classific;at!on. 

·By pmceeding in this manner, .it is thought that the Union's cioncern in 
this ma:f::!:er will be ilDeviated. ._. 

Very truly yours, 

18 
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( , 

The Cincinnati Gas & Electric Company 
P.O. Sox 960 f Cincinnati, Ohio 45201-0960 

Mr •. Jeff~ey_M. Conner 
Business'Manager 
Local Unibn 1347 
·International Brotherhood of 

Electrical ·workers, AFL-CIO 
4100 Colerain Avenue 
cincinn·ati, OH 45223 

Dear Mr. conner: 

/ 

April 26, 1994 

During the 1994 negotiation meetings, the committees for the 
Company and the Union discussed the rest periods being granted by 
supervision to employees who work extended hours in the Electric 
Trouble Division of the Electric Systems .Operations Department:.· 

During the discussions( it was clear that the current 
administration of rest periods during storm. duty is satisfactory to 
the. parties. H~wever, the Union expressed a concern about non­
stol:111 duty work where employees.work long hours for more than a one 
day period. 

As discussed, as presentl,y administered·, the department will 
continue to attempt to provide eight (8) hour rest periods to 
personnel Wh:o wo.rk non-storm duty for sixteen (16) consecutive 
hours. As further agreed during the discussions, whenever ElectI:io 
Trouble Division pei::sonnel are :i;:equired by the Company to work 
between twelve (12) and sixteen (16) consecutive hou~s for two or 
more days in a row, every e.ttort will be made to grant an eight (B) 
hour rest period ~o such employees. 

The above agreement should alleviate the concerns expressed by 
the Onion· during these negotiations. · 

v2d]i;J&--
Edward R. Schuette 

19 
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Page 28 of 137 

The Gincinoad Gas .S. Eleetric Company 
P .0. 6ox 950 • Cinc111naci. Ohio 45201-0960 

i .. 

Mr. Jeffrey M; Conner 
Business Manager 
Local Onion 1347 
International Brotherhood of 

Electrical workers, AF~-cio 
4100 Colerain.Avenue 
Cincinnati, OH 45223 

Dear Mr. Conner} 

April 26, l 994 

During the 1994 negotiation meetings, the ccinuuittees for t-he 
Company and·. the ·union· d]:·scussed ·the implementation o·f alternate 1 

work hours in the · Electric Transmission and Distribution' 
Construction Department (ET&Dc). 1 

As discussed, i_n order to meet customer needs and work 
reqiJirementii, a 4 day lo ho~ work schedule will be 111ade avatlabl.e· 
on a volunta-ry basis in the overhead, Underground and Brecon Heavy 

' Equipment bist~iots o~ ET&OC. . 

Beginning -June --6~ 199"4, at locations where sufficient 
volunteers are obtained, the company will institute Monday through 
Thursday and Tuesday through Friday 10 hour schedules. These 
schedules will be in effect until Monday,· [\pril 3, 1995. Effective 
that date, the TUesday througti Friday 10 hour work s.ohi;tdule. will be 
cna.'nged to Wednesday through Saturday. . It was further agreed that 
once the Wednesday through Saturday 10 hour schedule is 
implemented, the department will use a twenty-eight (28) day 
rotation .among the employees working the ten hour shifts which 
would enable those emp~oye_es to work both of the 4 day 10 hour work 
schedules. If there are not· enough volunteers to implement the 
Monday through Saturday schedules, supervision will evaluate the 
need for a Monday through Ft.iday 4 day 10 hour· schedule. If 
supervision determines that such a schedule is not needed, 
employees will revert to a Monday through Friday B hour schedule. 

It was also agreed that for the term of the 1994-1997 
Agreement, the Company will limit the nu~ber of employees working 
such a schedule. In the_ overhead Division, a maximum of two (2) 
small crews at each district will work the two 4 day 10 hour work 
schedules. A maximum of ten (10) employees of the Underground 
Division will work. two 4 day 10 hour schedules.. In tf)e· Brecon 
Heavy Equipment District, there will be a maximum of s"ix (6) 
employees working two 4 day 10 hour work schedules. . The 
availability of the ten hour shifts will be posted in each Overhead 
Di~~rict and the Underground and Heavy Equipment Division. If a 
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sufficient, number of volunteers are not obtained at the· District,· 
the . ten (lO) hour schedules will not be implemented in that 
location. · If an excessive number of Volunteers are obtained from 
a particular District, the company will discuss with the Union the 
possibility of adding additional crews to the ten hour schedule at 
that location. 

If the 4 day-l.O hour schedules are still in effect, the 
parties ·will meet on April 1,. 1996,. to discuss .the 4 day 10 hour 
schedules. A small committee from both ·parties, which will include 
the rnternational Represent~tive. ari~ ... the Compa_l"IY's Chief 
Negotiations Spokesperson, ·will meet. At that time, ·the 4 day-io 
hour schedule will be discontinued unless the Com1.3any a·nd the .Union 
mutually agree to continue that schedule. ···; · · 

Furthermore, it was agreed that for the term of the 1994-1997 
Agreenent, the 10 hour scheduled Saturday overhead crews will not 
work in· another district area performing scheduled· work unless that 
district was working overtime. The administr;:i.tion of the 4 day 10 
hour work schedules wi],l be in accordance with .-!;~!" .. ·attached fact 
sheet. The company reserves the right to discontinue the 4 day io . 
hour schedule. 

:rt is thought that this letter adequately· describes the 
discussion concerning this matter. 

very truly yo~r7'r1 . · , · 
cJJ n12~· 
E~~huett-e. . 
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4-10 HOUR DAY FACT SHEET 

ATTACHMENT TS-7(c) 
Pilge 30 of 137 

1. OFF· DAYS - Employees will have three conse.cutive off days. 
Time a,nd one-half will be paid for all overtime hours worked 
on an employee's first and third scheduled off day. Double 
time will be paid for all overtime hours worked on the second 
off day. Employees' of.f-days may, of necessity, not be 
consecutive when changing from/to a ten (10) hour day 
schedule. 

2. . VACATIONS - one day vacations ar.e for ten hours. Weekly 
vacationa are for AO nours.- should an employee return to an 
s hour w9;-.~-s~.heqµle w).to vacation remaining that is not a 
multiple of 8, · he/she ·shall be· entitled to all·· earned 
vacation. ·(i.e., if an employe~ returns to an S hour schedule 
with 10 hours of. vacation remaining he has one day and two 
hours vacation left and will be permitted to take that time 
off wi~h pay or be compensated for the additional two hours.) 

. 3, PERSONAL DAYS-~ All personal days tJff will be 10 hour paid off 
days while working .a 4. day 10 hour schedule·;-· If the employee 
returns to an a hour schedule, whatever personal days remain 
will be in 8 hour increments • 

4. 

L:·>. 

. SJ:CX: PAY - As with all these premium payments, sick pay is 
paid on an hourly basis. There.fore, all absences where sick 
pay is granted the appropriate hours pa;!.d will . be deducted 
from the sick pay·allowance. The waiting period will als_o be 
on an hourly basis. Therefore, employees with a J day wa.it 
before cornperisation will begin receiving sick· pay after 24 
consecutive work hours of absence. A person working 4-10 hour 
days therefore wi11 begin receiving compensation on the third 
consecutive day off sick after the first 4 hours (6 hours 
p_aid) • · 

5 ~·,,.,, .HOLIDAYS - Employees scheduled to work holidays but ·are off 
.•L<· .,will receive 10 hours of straight time holiday pay. Employees 
:;,, __ :.whose regular schedule does not include .. the paid holiday will > · reoei ve a ·hours of straight time holiday pay. All· holiday 

premiums apply. By way of illustration, below is listed how 
employees would be compensated for the Thanksgiving holidays, . ,.. ... . 

Elllployees scheduled Monday .through Thursday and are not 
required to work: 

f1on. 
10 

Tues. .• 
10 

Wed. 
10 

Thurs. 
lOH 

Fri. 
aw· 

Employees scheduled Tuesday through Friday and are 
required to work: 

. Moh .. 
OD 

Tues. 
10 

Wed • 
10 

Thurs. 
lOH 

Fri. 
lOH 

not 
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VOLUNTARY OFF - All time voluntarily off will be coded as 
such. · 

MEAL ALLOWANCE - An employee working 4-10 hour days will be 
required to work 1 hour in excess of his/her scheduled 
straight time work.day before being entitled to the first meal 
allowance. Al.l other provisions of the meal allowance will 
apply. · · 
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ET&DC PROPOSED 10 HOUR WORK SCHEDUL 

A. Overhead Di vision 

I. Monday thru Thursday (7:00 a.m. - 5:30 p.m.) 
. 24 Employees (Eight 3 person crews - 1 crew at each district) 

2. Tuesday thru Friday (7:CK} a.m. - 5:30 p.m.) 
(June 6, 1994 thru April 2, 1995) 
Wednesday thru Saturday (7:00 a.m. - 5:30 p.m.) 
(Starting April 3, 1995) . 
24 Employees (Eight 3 person crews - 1 crew at each district) 

3. Monday thru Friday (8:00 a.m. - 4:30 p.m.) 
All remaining employees at all districts ( 190 personnel) 

B. Undereround Division (Dana Avenue) 

1. Monday thru thurSday (7:00 a.m. - 5:30 p.m.) 
5 Employees 

2. Tuesday thru Friday (7:00 a.m. - 5:30 p.m.) 
(June 6, 1994 ·thru April 2, 1995) 
Wednesday thru Satui:day (7:00 a.m. - 5:30 p.m~) 
(Staiting April 3, 1995) 
S Employees 

3. Monday thru Friday (8:00 a.m. - 4:30 p.m.) 
64 Employees 

4. Monday thru Friday (6:00 p.m. thru 2:30 a.m.) 
10 Employees 

C. Bwn 'Heavy i:guipmcnt & Retiair District 

1. Monday thru Thursday (7:00 a.m. - 5:30 p.m.) 
3 Employees 

2. Tuesday thru Friday (7:00 a.m. - 5:30 p.m.) 
·(June 6, 1994 th.ru April 2, 1995) 
Wednesday tltru Saturday (7:00 a.m. - 5:30 p.m.) 
(Starting April 3, 1995} 
3 Employees 

3. Monday thru Friday (7:30 a.m. - 4:00. p.m.) 
All remaining employees including Building Maintenance 
after their move to Brecon (21 personnel) 

D. All other ET&DC work groups ~ould remain on current schedules. 

ATTACHMENT TS-7(c) 
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a Duke 
rt1Energy,. 

June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Union Recognition and Representation 

Dear Mr. Feldhaus: 

JIM O'CONNOR 
Vice PresldenlTTACHMENT TS-7(c) 
Labor Relations Page 33 of 137 

Duke Energy Corporation 
£AS06 ! 139 East Foorth St. 
C/ncinnaU, OH 45202 

513-419-5743 
513-403-4147 cell 
513-419-5313 fax 
jim.o'cannor@duke-energy.com 

Reference is made to our 2009 discussions concerning employment security and work flexibility. 
During these discussions the parties discussed the issue of Union Recognition in a changing 
business environment to meet future competitiveness in our industry. 

During the discussions, the Company confirmed its commitment to recognize the Union as the sole 
and exclusive collective bargaining agent for those employees who are employed in jobs currently 
under its jurisdiction. The Company also assured the Union of its ongoing commitment to honor any 
agreements it has or may in the future enter Into with the Union. The parties also discussed the 
need for new and innovative ways to meet future business needs in order to remain viable within a 
competitive environment. These new ways of conducting business may not only require signfflcant 
changes within the current organization, but may also result in the Company's expansion Into other 
business ventures. 

During the discussions, the parties agreed that all organizing attempts that involve IBEW 134 7 and a 
rival union will be conducted in a positive manner. More specifically, should !BEW 1347 and a rival 
union seek to represent the same group of employees, the Company will not communicate to Its 
employees a preference for one union over another, and will not advise employees as to how they 
should respond or vote between or among rival unions. However, the Company must maintain its 
right tci respond openly to employees' questions to fully discuss facts relative to issues and to correct 
any misinformation. The goal would be that all employees will be fully informed of relevant issues 
and have the right and opportunity to make a free choice. 

Furthermore, it was agreed that if the Company becomes involved in expansion of its business, it will 
recognize the Union as the collective bargaining agent so long as the Union can make a business 
case in a timely manner that is competitive, profitable and makes geographic sense. 

Hopefully, as a result of the discussion on this subject, the Union's concerns in this area have been 
resolved. 

Very truly yours, 

foO~ 
Jim O'Connor 
VP, Employee & Labor RelaUons 

22 
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October II, 1996 

!lfr. Francis B. Kelly 
Business Manager 
Local Union 1347 
International Brothe1·hood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cinci.nnati, Ohio 45223 

Dear Mr. Kelly, 

Ont?r!,'}' Corp. 
139 Eoist Fourth Str~l 
P.O. nox 960 
Cincinnati. Oli 45201-0960 

CINERGY. 

Reference is made to our 1996 discussions concerning work flexibility and 
employment security. During these discussions the parties discussed flexibility in work 
scheduling. 

As agreed, t./le Company reserves the right to temporiirily change the schedule of 
any employee upon notice to the employee of not less than fotfy-eight (48) hours_ However, 
this forty-eight hour notice will not be implemented until J anuazy 1, 1998. During. this 
period of. time, a joint Union/Management committee will· be formed to discuss· ways to 
decrease the number of shift changes that 6ccur in the Power Operations Department. 

In addition, it was agreed that all day shift workers will be required to work 
·schedules of any hours between 6:00 a.m. and 6:30 p.m. All afternoon shift workers will be 
required to work schedules of any houra between 2:00 p.m. and 2:00 am. All evening shift 
workers will be required to work schedules of any hours betWeen 10:00 p.m. and 10:00 a.m. 
At!.y change in the start and quit times of a schedule constitutes. a change in .schedule and 
requires the appropriate advance notice, which effective January 1, 1998 will be 48 hours. 

Additionally, any other work schedule not covered by the Agreement that can -be 
mutually agreed to by supervision and the Union can be implemented, as long as 60% of 
the work group for which such schedille is to be implemented, agrees with that schedule. 
The Company will notify the Union, in writing, of such schedule changes to provide 
reasonable time to review before implementation. · 

: It is believed that the above accurately describes the agreement reached by the 
parties during these discussions. ' 

Very truly yours, 

Lz;.tw.da; 'V 

Kenneth E. Williams 
.Manager 
Employee Relations · 

23 
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."September 2, 1998 

' .. 

Mr. Pranciii B. Kelly 
B usin~ss Managei: · 
Local .Unio,,:.1347 

. lnternatlonai Brotherhood of . . . 
· Electrical Workers, AFL-GIO. 
4100 Colerain-Avenue 
Cinqinnati, Ohio 45223 

Dear Mr. Kelly, 

Oncrgy Corp • 
139 East l'ounh Str<et 
P.O. Box 960 
Clncinaat!, OH 45.20l--09.60 

CINERGY. 
CG&E 

Ps you are aware, a new job evaluation- system, the BOGAR Jol:i E\faluation 
System is being implemented for all job classificatioiJs n:ipresente~ by tt:ie IBEW, L9cal 
1347, IUU and the USWA, L-0oals #120~9 and #5641-:06: The. rjew systi;!m was 
design!3d by the ERT Sub-Committee II (Joirit !-Jnion/Manag~fiiimt Team)· and ~P.proved . 
for ·lrnplementatlo~ by the ERT at its. June ·29,. 19.l:18 meetirig~ The· EidG'M. Job 
Evaluation System completely·rep!aces:the ~c!n(yre system. . · .. 

. . 
Th~ .MC'lr'nty,'.e Evaluation break. polnis for ~c~ grade fev.el -have be~ 

·mathematically. eonvertect:tq new break points under the ·BO~AR Sysiem.: ttier~fore It i$ .. 
riot necessa,.Y for Job. classilicaifons to be . reevaluated. at !fils . tinie,: O,nly .i-iew job· · 
cl:;lssificatioris Qr revisea. Jo~ classllications Y,Jilh si11nifica~f "changes .~iaee th~li- last 
evaluation will be evaluated using the ·new system. Job classifiaatioris "wiU retain their 
current wage rates/grade· fevel_s; but Will be subject fo cliange lf they are revised and 
reevaluated as was the pr~clic~ in" the past . .. . .. . . 

Under the current .agreement, a company job evaluation . committee is 
responsible for evaluating all hew or revised job· classlficatlons. (Article V, · · $ectioi:i 
2Q(k)). A key component .{?f the new job eva!µation syste.m is- the establishment of a 
new joint· Union/k1anagem.ent job .eva!iJafio!l. c;Ommittee .. The· conimiitee wiii ·consist of 
two management representatives from each business unit, tWo representatlves ffom the 
IU.U, !BEW and each USWA focal and two repr~entatives .frllrrdhe Corporate Center. 
Accordingly, there will be 1°6. tpt~I members.with a maximum of 10 active -du.ring an 
evaluation. Operating guidelines for the commilt~ are as follows: 

I U~lons will . appoint their representatives and they . will• only 
partlcij?ate in the evaluation of job cias~lfications represented by 
fhelr Union_ · · 

• Unaffected ·union representatives may be present, but will ilot 
participate at this time. 

27 
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. . 
• No more than two of the four USWA represen"tatives will participate 

in the evaluation of USWA job classifications. 

• The. participating union must have at feast one· representative 
available during the evaluation pro~ss. 

• .. 

• Consensus should be reached on each factor during the 
. evaluation; absent consel)sus, majority rules. .. ·-. . ·. : . . . . .· .. - ... -· - . ~ .. - ~ . •" 

• The ·participating Business Unit _m1:1st have at feast one 
representative available durfng the ~vafuatiorl pr.ocess. 

• All job evaluali<;m members should be informed it is a long term 
commitment. 

• A_ quorum to have a rfief3.!!_r:ig ls.li!x_i:Dembe_rs.:. 

A job e11~fuation coor.dinator. from the"f:i4man Resources Department· will also 
facilitate in 'tl\.e evaiualion process and .\\'.ill.n.a~ _be a. vqUng rijember, The E~T Sub- · 
Qommittee II also established the p~valuatl~r:i pro~s$~ presentation guide1lnes, post 
evaluation process'; :training, fl. credjtability chet?k and ·employee '?'Ommunlcatlon ~n.d 
lhese will be implemented as presented to the ERT at the June-29 meeting. . . . . . ·. . . . ' 

.· . . ' . . ~ . . . . 
This le!fer and acco.rd mocjifie~ the terms-of ttre 199S::2001 contract with respect 

ti!i .!he Job evaluation system and It is believed thaf th1s· 1etter accurately de.scnbel>· the 
a'greemetit the ¢oinpany and lirifon have-n:acti·ed.. .. 

. Sincerei}_i, 

~~-hl~ 
Kennl)th E. Williams 
Manager 

· . ~mpfoY,ee RelatiO"ns and Safety 
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Cinergy .Co<p. 

. ·ATTACHMENT· TS-7(c) 
Page 37 of 137 

December 16, 2002· · 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
. Electrical Workers, AFL-CIO 
41 oo· Colerain Ave11t1e 
Cincinnati, Ohio 452?3 

Dear Mr. Feldhaus: 

139 wt fourth Street 
P.O. Box 960 
Clncinnatl, OH. 45201·0960 

CINERGY. 
!;G&E 

Reference is made .to our meeting on We<;f.oesday, Deoomber 4, 2002, to. discuss the 
factor weights .used In the BOGAR Job Evaliiatlon System. · 

·As agreed, the following weights will be used·for the jon evaluation of job classfflcatlons 
repre~ented by the !BEW, Local 1347: · · · 

.. .: ........... Krio.wl.E!dge - 32 ..... -...... _ .... __ . . .. . . . 
. Resporislblllty'-24: ·:;;·,:'" 
Customer Contact - 7 
Decision Making - 25 · . 
PhyslcaUadvers-e conl:llllriiis·:... ;f · : .. .' '· 
Hazards """ a .. · · 

As discussed the total point values for job classifications represented by the Union that · 
have been eyatuated· under' the BOGAR Job_ Evaluation S9stem will· be adjusted 
accordingly. This will rasult fn the Senior Control Systems T echniclan moving to a 
grade level 26 from a 25 and the Senior Meter Tester moving to a grade level 23 from a· 
22. AU other job dasslficatlqns evaluated under the BOGAR system will remain at their 
previously co.mmunlcated grade levels. 

·- · .......... ·-··. ··- .. --·· 

ck Gibson. 
"· : Sr. labor:Relatlons Consultant 

s~naww.p.4: . Dato ~.P-
1 
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February 9, 2000 

Mr. Francis B. Kelly 
Business Manager 
Local Union 134 7 
International Brotherhood of .. 
El~c:trical Workers AFL-CIO 

4100 Colerain Avenue 
Clnclnn·au, Ohlo 45223 

Dear Mr. Kelly: 

P.O. Box 960 
ClndnnaH, OH 45201-0960 

CINERGY. 
CG&E 

During the · 1999 - 2000 discussions concerning deregulation and 
employee protecUons, representatives of the Company and the tlnlon discussed 
the. operation of the new Madison generatin·g facility. 

A non~egulated.subsidi!-'lry of Cinergy Capital & Tra~ing, lno_ {CC&l), has 
a contract with the owner of that facllf\Y to.operate that plant CC&T's subsidiary 

· will call upon the Company to supply the employees to opera~e this plant. When 
the Company provides those employees, qualffied bargaining unit employees will 
perform .the .necessary ·tasks. It Is anticipate<! that employees from the 
Woodsdale staUon wlll perfonn those tasks when necessary. However, 
clr;cumstances could tequfre : tliat bargaining unit employees from other stations 

'· also be sent on occasion. It must be. understood, however, that this agreement 
In no.way restricts the Company's rights contained in Article V, SecUon 19 of the 
f.9~1t1ent .. .. . . ~. 

The above accurately describes the agreement between the parties In this 
matter. ., . 

. ·. 
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a Duke 
r1Energy .. 

June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Vacation of Rehired Employees 

Dear Mr. Feldhaus: 

JIM O'CONN9i1J:TACHMENT TS-7(c) 
Vice President Page 39of137 
labor Relations 

Duke Energy Corporation 
E'A506 / 139 East Fourth St. 
Cincinnati, OH 45202 

513-419-5743 
513-403-4147 cell 
513-419-5313 lax 
jim.o'connor@duke-energy.com 

During the 2009 negotiation meetings, the committees for the Company and tfle Union 
discussed vacation selection for rehired employees. 

Employees who leave the Company on their own accord and subsequently return to 
work with the Company on a full-time basis recoup their system service seniority 
previously held before leaving the Company. All recouped ·system service will be used 
for benefit entitlement and calculation purposes. 

However, rehired employees, and employees transferring into the bargaining unit, wiU 
have the previous time spent working in non-1347 !BEW jobs deducted from their total 
system service for vacation selection purposes under Article IV, Section 1(e). 

The above accurately describes the agreement reached by the parties during these 
discussions concerning vacation selection. 

Very truly yours, 

feo~ 
Jim O'Connor 
VP, Employee & Labor Relations 

32 
www. duke-eneri'f. com 



'· 

L. 
ATTACHMENT TS-7(c) 

. C:lnn~y c;orP.• . Page 40of1~7 
l3'J f.l'\f fD<,flh S!tccr 

Mar•h 20, zoo I 

, Mr. Frank Kelly 
!BEW Lo·cal 1347 
41 tlO Colerain Avenue 
Cb1cinriati, .OH 4S.U3 

b~rMr. !(i:lfy: 

l~-(), !IDA 900 . 
ClndnnoH, OH ~S2111-0'H~1 

!I j ;·. • • • • 

Qunng th~ diso=ions concettiing the implcmeniation of manda~i:ypagcrs 1hi. 1opi~"l:>fa lhlid"llst ·forou( or-·· · · 
.Cinergy.work wu dl~cW!ed. The (otlow;ingguidclincs are offered as·a praclicat andfalr·111ay:10 see·that all of· 
our Lin~pcrsons have the opportunity ta partjclpate.in 9u1 of Cinergy Emergency wc:irl:; . . . . . . ~ . . . . . ~ - ~ 

>,..univ~ dtpJ~ent.wlde Ou1 of Cinergy Ove~imc Li~t yo-ill be posted and mail)taincd at each work li>cat!on 
~ as.Out of (\lnei:w St!l;'ii~ Tcm!Qly ~I ho11n111te ~=ult'¢ b:r.cach iJ!divid11al lhiir hours will be. 
pqSttd Oil this list. The ~blidnnmt oft!ifs·lisfwill ~lso •tltt Much S, 2001 and We: will c$l!lish t(io tanldng 
fOI' Jfl!s list llS!nJ tho~ gliidelinu u ouiliiled eoncerni!lg llit implementation of !he nlliri"IOTjr pag¢1' . 

· .progm,L Thi,. ~"ea:is the l11wcst ~11 'ldthin each cleiifieaiion 11ii the uiiicl)ccf\lled'o\'~Jil~ i,.st-iii uch·worlc' 
loc:atiQn will be assigned ol\e hour for the out of toWll list and th~ neitt !owes~ will be _migaed two ~and so 
forth. . . . 

. · ~c1!14elf hi this O~I <lf.dncrf!)I 1ist ll{ill be ll)e- irotib~c gro~p, and.their houu '¥ill bt es~blished. using thelr .. 
sing!~ overtime liSL 1'1\is·meau that·tbe lowest p<J'Son at each. tr0ublo locltion will ha,ve tliekli:ou:rs rcduGtc~fro · .• 

·· · 1>n!l hour and ll)c 1161ifpmoo'wh(! is low ~U.hav~ ~o.hout'$ ll).d to f0l1h. The e:dstlnr lrollhl• a\ierlillio list · 
·and cilmnt ac~rnultUtd hollrt will not clian'g'e !Dr la .Cinergy Territory 1rork for. tht Tr~ublc · · 

· · Dep11ttmenL ' · · · : · · · · . . · · 
,· • /. • • • .I • •• • •• 

· E.Jiiplo~ will.no! be ~fW~ ·WlliY~:llinc for Ml resp<indi~(to lhG Out of Cincrgy·wi>~.and 9.llly. acp;~I ho'ui:s 
, workCd' will &;c pe5tcd.. · 11io:iu>1¥S accuitlul~Jed will .be CMrled by c~~h lodisidual ~rn looalion.to .l®at!on.and.: . 

· · fu:jm cl;irsification 10 'e!l{uificatlon i,r\cludin11 piornotfons and. demotions. · . 
. ··. . · .. ·. ... .. _,~· ... ·· .· .. · .. · 
. ffl!ia .U!iiOll i:onc:tlt:i with t!ie Out of Cinergy E~rg<!lcy wotk guidellneS, pl~se $igh and date where lridica~ 
iu1il l'Cllllll·& cOpY. of.lhe signed corr~pondence· to u_s ;t Y?Ut eatl!ei;t convcnfclice • 

. . -· . :· . . . . . 

J 

i .. : 

cc: T. Hoppenj•n• ; 

34 



'• . 
t •• .. 

.. 
' ..... 

. • 

! 
ATTACHMENT TS-7(c)' 

_ fvlay.14, 2003 

· Mr. Steve Feldhaus 
Bu.siness Manager 
Local Union 1347 
I nternatlonal Brottierhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue· 
Cinc/nriatl_. 9hio 45223 

Re: Disconnect Non-pay, Succession 
And s.pecial M(!ler Reads Agreement 

Dear Mr: Feldhaus: 

Cinergy Corp. . 
139 Bast Fourth Street 
P.O. Box 960 
Cincinnati, OH 4!201.0960 

CINERGY. 
CG&E 

This letter docume'nts our 'discussions and agreements related. to disconnect non-pay 
"(DNP) field credit activity and successlori and special meter reading work. · 

in .August 2002, the Company met with the leadership of each.Of the GG&E affiliated 
lobal unions lo discuss the need ta significantly Increase th!! number of completed 
DNP.'s a.nd to complete all successton/speciarmeter reads at a competitive ~st. As a 
·result of those discussions,· a tC;1arii was fanned, Which lnCluded the··leadei:Shlp from 
. eaco· union and manage!fi~!l~ ..r.~P.r~~ntetl~e!l, _ .tq evaluate the business ~se "(or 
lmpleinentfng neeessary flexibilities and c-0st control measures to perfontdh.e identified 
work at a competitive cost. The team was charged with reaching ;:i consensus .ori a plan 

· · to atjlieve the· desired results. . · '· . . . 

It. was recognized that residual union Jilrlsdlctional Issues around the DNP work and the 
. succession and special meter reading work had resulted in restrictive work practices 
across the multiple unions connected with these Job·functlc:ins. Since' August of 200"2, 
the joint union and management team has worked together qn a regular basis'. to 
achieve ·compromise for the Implementation of the following competitive alternatives to 
outsourcing tliese ·Jab functlons. Pending. agreemerif with. the ·1eadershlp ·o( the· tour 

· loi<al· uriion!i Involved in the discussions, the Company will Implement the cflariges 
·de1?cr.ibed ·below. · 

The C!>n:1pany will fonn a new centrally managed :work: group·for the. speeific purpose of 
petfomilng the DNP. fieldwork. The Compahy will inltfally ·staff the n~w work group With 
10 exisfll)g employees represented by the UWUA currently performing DNP work. 
.Addltlonally; :the Meter Repairer .job .c(assificatlon was modified '(see ·attached Job 
description) and wlll be staffed initially by 8·employees represented by !tie 'Union.· A 
newly created entry-level job classification simRar'ln sklR tg Meler Repairer wiU also be 
Qreated \\'itllin the USWA ·bargaining unit, whl(lh the Company also Jntends to ln!tially 
s~~ .with·· 8 indMduals. For unlon "representation purposes; ff any of the 
aforementioned employees, Including· those represented by the.UWUA, vacate their 
posHlon and the Company decides to backfill th~ posltlon(s), It win be filled as a Meter . . . 

Page 41 of 137 
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t{~pairer or as an .eatry level DNP worker represented by the USWA, in an attempt .to 
maintain relative equality. 

The revised Meter Repairer job classification will have a specially negotiated maximum 
wage rate of $16.00 per hour, which will not be subject to negotiated Increases. The. 
Company will lnllially· establish !lie minimum/hiring wage rate for that job at $12.00 per 
hour; but reserves its unilateral righf to revise the minimum/hiring rate at any time. 
Employees in the Meter .R.epalrer job classification will be eligible for $0.50 merit 
incrt;ias0;5 every six months, up to the maximum rate of the job. . .... -···· -······· -

In addition to other lower skilled work, employees in both the revised Mete'r Repairer job 
classification and the. usyv.A affiliated DNP Jo,b classification, wlll tie responsible for 
reading and carrying out .all DNP field credit wor!< associated with residential gas meters 
and all types of single phase, self ccintained demand and non-demand electric meters. 
Those-employees -will also be expected to reconnect electric servlces·on ihose··meters 
in a limited capacity. What Is intended for the recol'ineyt acti~ities of these employees In 
this work group. is the ~bllity to Immediately restore electrio service to custome·rs they 
have just disconnected·(for non-payment, if the customer reconciles their disconnect 
status with the Company whHe .that DNP walker Is still essentiaDy at that loc;atloli. All 
9ther reconnect work would contll]_Ue to be perfonned by employees in the C\)mblnaUon 
work force In Sal""(lce Delivery. 

The. CQmp!'lnY aQi"!:ied. to'grandfatJter t!Je two employ~~. in "the Mi:iter Repairer job 
_cl;:is$ifieatlon as . .o_f the date of this 1etter, in ~e. origliial Meter Repairer. wage rirnge In 
-~ffe.ct priQr to -this agreemenl. All pres.en! and future employees .In the Meter Repairer 
job will have bidding rights.in accordance with the Agreement ·. · 

The Union was· assured that the DNP fieldwork affilfated with non-reslderitiaf. single 
phase, self contained demand and . non-demand el~.ctr!c metetin_g servic~s _by 
employees in this work group Is not inten.ded to be a routine. wolk activity. Rather, it is 
manag~enfs lnten~on to reseive the tight to assfgn .wolk on those type of 11ccounts to 
this work group on an exception or as needed basis, such. as whE1n temperature 
co"nditions or other Influences· temporarily prev.ent the Company from perfonning other 
DNP work and for .other unanticipated slgnifieant events !hat may preveni the higher 
sldlled work force. from per_formfng that work .. The Union was also assured that 
employees in the M.eter .Repairer job "Cfasslficati6n woul!,1.recalve-adequate:tralning to 
safely perform the DNP duties. The Company agreed to meet with the Unlon-duting the 
411 quarter of 2004 to discuss any safety Issues related to !BEW represented employees 
ent!"rlng sl11gle-f~may residi:inces "'ith keys., The Company would be waling tci meet 
prior tQ .that time, !f· warranted and requeste<J by the Unl<;>n. 

Management's .. decision to assign . th.ls DNP walk in-house as described above Is 
contingent ~>n thetlnlo.n's.uncter,;fanding. lhal: . . 

• The ·Compa~y reserve3 Its right lo send any qualified employee with ·an 
·.etecti:ic Trouble Person for disconnecting a customer's electric service$ at 
the pole H collectlon ~fforts are made.at the premises during that visit. 
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. . 
• Employees represented by the UWUA will continue the DNP work as done 

currently, ·working DNP ordeis for ccimb.hiatlon gas and electric or gas oniy 
accounts lnltlally and working electric only DNP orders, as in the past. 
after two unexecute<;l orders. . 

• The Union understands that UWUA qualified employees Will' continue to 
attempt collection of field payments on three phase and transformer type 
DNP accounts. No manual ·labor will be perfoITT)ed. . . 

• It is understood that succession and special meter reading. duties will be 
performed primarily, but not exclusively, by employees repres.ented by the 
UWUA. 

. .. . . .. . .. . ," _J. .. . .. . .. 

This agreement is made between the parties wfthbut prejudice to the position of either 
· party regarding the jurlsdlctiqn, assignment and contracting of work. However, the 

Union agrees that no grievances will be filed or· pursued relating lo the assfgAment of 
. ·work as described above, for the duration of this agreement.- To the extent that the 

Campany has retained Its rights with regard to making future changes to this, or any. 
other work processes in the future, ·the Union retains its righfto g(ie\fe in the ·event that 
management implements changes to the above-descriqed tenns for achleying the DNP, 
succession and special meter reading work. · In this context, however, it is also 
understood that £fight modifications to this overall business plan may be made, as long 
a.s the plan's qasic design remains In effecl · 

The team .of inanageinent and union leaders ls ~mm~nde'd .for their commitment to . 
meeting .the present day business needs In a competitive mariner: lt'I~ expected that all 
parties wlR Qenefrt lly this plan fo,r J;:tchlevlng this wo~ wlth g;impi;iny ~mp/oysi~~. Please 
sign where indlc'ated below to Indicate the Union's agreement to the <ibove tertns. 

Fodhe Company: 

·~ 
OddAmold 

V.P., Customer 
Contact Services 

-i Patrici K. Walker 
- V.P., illing & 

Meteriny Services 

Cc: · J. O'Conni!r 
J. PoUey 

.p9h:z 
Date 

For the Union: _ 

H£.A:ffA3 

3 . 

Business Manager 
Local 1347, IBEW 

' . ' 
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ATTACHMENT TS-7(c) 
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(ELECTRIC DISTRIBUTION ENGINEERING 
DEJ!.ARTMENTl 

• 67057 

CLASSIDCATION: METER REPAIR.ER 

A. DIJrIES: 

Under general directive supervision, peiforms dolivory functions; handles ctfilomer credit problems for the service 
area by personJ! contact at the customer's ·residence. Enters "1!d retrieves data using a computer; ·bandies all customer 
crOdit problems in a warm, friendly, conscientious, tactful and firm manner·to promote the highest possible degree of 

. GUStomor and Company satisfaction. · · · · · · · ' : · · · ·· 

. Oecasiom!lly in unsanitary or b.a2al:dou.s locatiom performs such duties as: 

··.·. 

I. Perfopning routine work assignments in aecordance wiib. deparmt:ntal instructions, procedures and 
standatds in a manner, which' properly safeguards the public, employee$, and property of others and the 
Company. · ... . . ,,-. . . . . ·- . . . . ~- . ... ··.·· .. 

2. DiscollllCcting and reconnecting for non-pay· orders all types of single phase, self-<:<>ntllined demand and 
non-demand electr!c D/"lera. · · · · 

3. DiscDl!Jleoting gas meters for non-payment. 

4. &curately reading gas and eloctric meters. 

5. ReceiviJli paymenta such as deposits, reconnection chargCll, ou(>tanfilng bills and field connection charges 
on tji,c r~ldentlal curio~'• prell)ise. Accounting for ·such pay.moots, p~eparing bank deposit slips mid 
provldfug. customei receipts_: · . . · . _ 

6. Being .. t.spoiwlilc for 'iiicf 1iSing &iS!o;;,.r keys cin nII typ,ci of ~esidential diSconnect non-pay at.le~; 
ilicluding ente;ing all· single tlirm1y residences alone. · · · . 

7. Locating, cleaning, raising, lowering, rcplicing lid, or other parta of curb box; verifying service siop~k 
for acc=ibility. · 

8. Driving dellveiy truck load.ed witli equipmcn~ tools and materials to and from job focations and various 
beadqaartcII. . ' . 

9. Loading and unloading trucks and being responsible for materials being hauled. 

10. Keeping an accurate record of equipment delivered to the various hoadquart= "!Id replenishing the stocli: of 
.varions types of mete11 and metering eqaipment as required, returning equipment to shop; taling inventories 
ofmateriW on truck. · 

Under close supervision, repairJ single phase, self-<:antained watthour .. meters; perfor:mS ~e<f work invoived In 
maintenance of laboratory equipmcn~ loads and unloads truck>. · 

11. Repairing, dielectric testing, cleaning or replacing parts of single pha.se, self-eontaioed watthour metmi 
found defective or dirty; removing demand registmi from all types ofwalthour meters. 

' 
12. Repairing md painting meter housings, i:overs, trlim, panels and othor metering accessories; replacing 

brolico_glas1 Inserts. Cleaning glass coven and :rings. 

13. Assembling, wiring, or repairing lcmponny meter boards lQd standard metering panels ln accordance with 
slandani drawings. 
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CLASSIFICATION: METER REPA!RER 

A. DUTIES: (Cont'd) 

(REVISED - May 14, 2003) 
!ELECTRIC D!SIR!BUITON ENGINEERING 
DEP.ARTMENTI 

67058 

14:. Repairing and assembling test blocks, enclosures, trims, meter sockets, and similar metering accessories. 

15. Paclcing and uupacl:ing.incoming apd outgoing meters. and !Tllllering eqtiipment and ·visl:i•l!y inspecting for 
damage and defects. Recording meter serial numbers and nameplate data either manu;illy or with bar code 
reading system. Applying identification labels to lhe appropriate meters. · · 

16. ·Assisting in thc checkini in of meters and meterlng equipment. returned from service, including tho 
recording of the final readings and the namqilate dala. 

17. Assistlng wilh new meter tes!S 'in·thc sbop by filling in meter history cards with met« "niimber, Iliiike, size, 
date oftest, and test results. · 

·!8. Cheeking registers against stindard devices to determine that the register ratio is cone<:l 

19. Preparing equipment and conductors fur installation and connection by drilling required holes and knock-out 
conduit opeoings in meter enclosures, •tripping insulation from ends of conductoni, drilling and formii>.g bus 

· bar sectioDll and similar operations. 

20. Cutting, threading, and bending condujt, as requii-ed. 

21. Assisting ln all types of laboratory tests and maintenance of equipment 

22. Cleaning safety equipment and devices by soaking, scrubbing, and brushing wilh solutions of water and 
detergents. · · 

.! • l ••• 

I 
i . I ·23. Training new employees in lhis job classification in !lie work and on standard practices and proc~dµres,.as 

IWigried.. . 

24, Keeping an accurato and legible written record of work performed as required. I 
I 

i 
. . 

25. Performing worl'.of a higher clas_sification on a tempo111ry basis or when preparing fur advancement. 

I 
! 

. 26. Performing other $imilar or less slcilled work as assigned. 
·<:· 

B. QUAJ.!!i'TCATIONS: 

Mus.t meet lhc Company's requirement.s u to GENERAL QUALIFICATIONS; liild, in addition: 

l. Must possess tact and su.it:able personality for contact with tru Company's customern. 

~ 1. Must be willing to learn and apply the Company's safety rule.i and.regulations pcrt!fning to pcrnonal and 
team safety in !lie wori: environment · 

3. Must be capaple of making leglblc and ac:Cw.to neports and record!. 

4. Mw:t be able to use a telephone and two-my radio to receive onlrn and transmit information. 

5. Must be able to drive, ~ve a valid driver's license, aJJ<i p ... the Company driver's examination. 



B. QUALIFICATIONS: (Cont'd) 

(REVISED - May 14, 2003) 
(ELECTRIC DISTRIBUTION ENGINEERJNG 
DBPARTMEND 

67058 

6. Must be capable oflifting. carrying, erecting and working from a 24 foot exiension ladder: 

7. Must be capable oflifting and cairying_ a minimum of70 lbs. 

8. Must be capable of directing the -work of employees in Ibis job classification. 
. ..•.. -·. - ...... : 
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9. Must demo~trate the ability to perform the duties of this job classification through the medium of tests, 

including material bught In iriir\iiig courses and practical job experience. . ''' ' I 
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. C!nergy Corp. 
139 East Fourth Street 
P.O. Box 960 

July 22, 2004 
Cincinnati, OH 45201-0960 

Mr. Steve Feldhaus 
Business Manager 
Local Union· 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO. 
4100 ·coleraln Avenue 
Cincinnati, Ohlo 45223 ·· ·· · ·" ... · 

CINERGY. 
CG&E 

Re: Post-Retlremen\Medical Benefits 

Dear Mr. Feldhaus: 

On ·April 27, 2004, the Company m~t willl union representatives from ··uwuA Local. 600, 
USWA 5541-06 and 12049 and IBEW 1347 to conllnue Ilia negotlatlons for provlqlng a 
post7relirement healih reimbursement account {"!iRA") cipllo!J {the 'HRA Opliori'Y .to our 
actlve employees. Pfior to that m~etlng, Jn a letter dal.ed Marcfj 2, ;!004, the· Company 
provided the unions (I) a written overview of the Company's proposed design for: the HRA 
Option, and (II) wrltten responses to certain. rela\ed questions. This Jetter conflnns the 

· Union's acceptanc~ of the design 'filr the HRA ·Op!lon sumrnarfzeq ~ereln, after several 
discussions between the parties and the raUflcatlon vote orftre batgalnln(J unit membership 
relative to.the .2004 ben~flts o·pener discussions:. · · · '. ·: . 

. I - . , 

I. OVERVIEW OF HRA OPTION. 
• • 'a • • • • • , • • _t - • ···--· .... _":" .. 

All ·curr.en~ ful!-tlme employees represented by !BEW ·1347 wiil. be .a.bte to make a 
one:-time Cholt:e between contlnulhg in the·curr¢nt tic,ldltlonal post-retirement medlcal 
optlon (the "Traditional Option") or electing to participate ·1n the new HRA Op.lion 
described below. Employees will be required to make this elec!lon by a spec;,lfled 
e·leclion date In 2004. {Notwithstanding· tile foregqlng, ~niplbyeel:r cun:ently receiving 
long-term dlsabffity benefits or on a ll]lllt!lry leave of..absen·c~,.. :Mii make !his elecllon 
when they return· to acH\;e; fuU-tlme stalull. If they dii I1ot return t<>' acllVe, full-time 
status, they wlll default to the Traditional Option.) All employees hired or rehired on 
or after January .1, 2005 will partlclpale In !he HRA Option. Each employee who 
elects to ·partlcip11te ·in.Ifie HRA Optlon, and eadi ~emp)ciye~ hired on or, i;ifier January 
1, 2005, will be·referred·to as .. a-HRA'Parltdp'an!" 1terelh. · · · · 

. < . . ... ·. 

Under the Traditional Option, eligible r~llrees (those Who retire after attaining age 50 
with five (5) year.; of Service, as defined · 1n ttie <ipplfeable ·Pehsfon Plan)· are 
proVlded. aceess to goup medical coverage arid a premium· 51.1bsldy that varies 

. · based up6rl:tlie retirees' seiVli::e and cl'assffli:atl'on (s~ · def!in rega.rdln,g the various 
classlflcatlons and subsldy~evefs attached hereto). .. ·· · ·· 

Subjecf to any collecefve barga!nlng obligation, th~ CoiJ)pany· re$ef\fe~ lhe right to 
amend, modify-or. lerirJ1nate ·Iha Tnicf!!ionaf Option and/or f!l~ ·H.RA Ci,P,lion at any 

· time. However, amounts already credited to a HRA P!'lftidpanrs accoun~ will not be 
redi,i:ed by ·amendJ.n~ ·e~t to th~ ·.e~erit ·heces~ary qr app~pila~ to comply 
with changes 1n th~ l~W: · · · · 

36 
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The benefit ooder Iha HRA Option .Is based on a bookkeeping account that call grow 
Rke a savings account with aeivloe and Interest credits as de8crlb~ below. An 
employee who elects the HRA Option will start with an opening balance Jhat Is equal 
to 1/121h of $1,000 for each prior calendar month In which the HRA Participant 
worked at laaat one day tor the Company. In the .future, the Company wlK i;redlf 
ellglble HRA Parllclpants with an sddlUonal 1/12th of $1,000 for each calendar 

.,. ..... ,,., month Jn which the HRA Participant works-at least one.day-for.the Company. The. 
Company w!H a~ credit each eligible HRA Participant's boolckeeplng account with 
an annual lrllefesl Ctedll Interest will be c:redltad at Iha 18me. Interest me·aii'""tliii 

·· .· ·· cash balance up:datea as determined In Augiist Of each year, except that for. the telm 
of the current labor agreement, the Interest rate wlR not be less than 3.5%; for 20()4, 
the rate Is 5.31%. · Except as discussed below, onfy HRA Participants who are 

.... ·. .. ... , .. "... active,- fµIH!me GRl>loy~ and work at least one day In the month ate ellglble for Iha 
monthly seMc:e credit. . Like ~flrees In the Tra<jltlonal Option, HRA Partlclpanbi wtn 

. · · · ·· · · have aooess-\o group meclcal i:oversge only If they reare alter attaining a!J!' _ ~: wttll 
five (5)' y8afs of Service (as ~ In the applicable Penalpn Plan), h~er, there 
will be no ~dy. Please note the foAowlflg regarding the HRA OpUon: . · 

( 

( 

.. . . 

a. .If a HRA Pl!rtlclpant reHres aft~ attaining age 50 Ydth-iiVe (5)-yel!J'S QI' Service .. 
. (ils ~ ln.·lhe appll~le ~enalon PIB11) .. the amounll.~led jo the· 
H~ generally can be U.ed for the qu~ ~lcal ei;cpenses, Bl!.delll:i~. ln-­
Secllon·213(d) of·lhe Internal Revenue Code, of.Che retlroe and lh'e retiree's · 
~ and ellgtie dependents (see IRS .publlcellon 502 (91' A~_es of 

· ' qu~ medlcal expenaea); To 111!9 ~>dent pennllled by"lipPncabii-'11.;; afilt­
as Is otherafse prac:tlcable, the .HRA option Is Intended to proV\de a tax.free 
benellt. Due to fulu!JI law. changes, however, there can be no assurance of 
taVoiabte tax treaimenL . · · · · · , · · . .. . . . . . . .. . ....... " ... 

b". Except as ~eel tielow, If Ute llfllpioyment of a HRA Partl~pant ~nates 
prlor.'to aUlllhlog age !)O with flVa (5) years of Service (aa defined under the 
epplk:able Pensl.on Plan), the HRA Pai:flclpant forfeits al Miotmls c;redlted to 
the HRA Accounl . . · . .· . . 

c. . ".if .!I HRA P.~dpBJ.11. (fies while actlv~y· employ!)d prlqr to attaJf!lng 8ge 50 
Wlih five (5) yem, of 1eMce,(as defined In the appllcabltrPSMlon Plan); the 
HM Participant forf~ta al amo:unts' aedted lo the HRA Account. 

d. . If a ~-~&rticlpa_l\t dies v.hle acUvely e~ aftEW' attaining age 50 With. 
,flye (5) · )'Oara Of Sei:vlce, f:llshlet: spouse miQ elglble · depMdenls 'wlU be 
~~ _to _uie· 8!J10lints c:relflted to lhe HRA ~ pay qualified medlcal 
e)(ptnse1 lmineclately. . . . 

e. In the event ti dlaeblllly or leave, the Company ~ continue monlhly service 
.C?f'8dltS ~#JS flrit 12 monthi. The Comp~y ~ Conlklue krterest credits 
-.. U1e .ARA P~IW!t Is dlaabled or ~ .leave (ind prtor lo reoo,very or 
rellreinent). for flf¥. Participants on d mlfiwY •· leMoe . ~tta · al)d 

· lntereat credits generaly wll continue for the full quamted leave pel1od. · . . 

!, 

~ I 
i 
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f. If the employment of a HRA · Participant ls Involuntarily terminated In 
·connection with an Involuntary reductlon In force and such termination Is In no 
w~y relatecf to· peiforrnance d~_ficiencfes, · ihe HRA Participant will be eligible, 
to maintain his/her HRA balance as of termination. The HRA Participant will 
be able to use amounts held In his/her HM. A,ccount Immediately following 

g. 

the termination. · 

For the tenll or' the current CollecUJe ·Bargal~lrig .AQreen;erit; the Company 
will agree ·not to amend, modlfy or terminate· retiree health care benefits for 
any ·active employees covered by ll;le CEiA. Amounts credited to a .HRA 
Partlciparifs account wllf not be reduced by amendment, except to the extent 
ne6essary or appropriate to ccimply with.chang~s In the law. 

..... -.. · ·'r"1' -.. · Q'u· ·E.· s· r· ioNs . - -
... ". ·-·. . :: .. : .. . ·: .... :"'; ·~ 

<:.":'. 

Set forth below are responses to _some of the qi.Je~Uons. r.~arding the HRA Option 
raised In previous meetings. . . 

1. Will the Company offer choice to all employees? 

A: Yes. Presently, the· Company plaris to alfqw all current; fuO-tlme 
employees lb elect to stay In the Tr_adiUon·al .Optt~m or switch to the 
HRA Option. After January 1, 2005, new hires and rehires will 
automatically participate In the HRA Optron. . · · ·· 

2. Will an employee be able to elect the HRA Optl1?n. upon retirement? 

A: No. A one-time elect!on will take place In 2004. ... .. . . . .·• . . -- . . 

3. Can a HRA Participant withdraw amounts ·credited to his/her HRA 
account ln··cash upon retlretnerit? Can the Company pay the amount 
out In a lump sum? · 

Money may be withdrawn from the HRA account only for paying 
qualified medical expenses. The .a~untwilLnot be- paid out-In cash. 
Favorable tax trea!mehl is available for a HRA only If .\he HRA 
reimburses medical expenses ai; qe~n$d In Sectlqn 213(d) of the 
Internal Revenue Coile. As· stated berOw from IRS Noifoe 2002-45, 
any right to reeelve cash. will . disqualify ttie" . HRA from 
receiving favorable tax treatment. · . . . . . . : . . ·' . 

'•An· HRA does· noi quaury·t!)f the excluslc;m Ul]der § 105(b} If any 
· P6{Sl?O ha_s "tile rfQht. ·to r(:lcelye cash. or ahy olher taxable or non­
. taxable ·ben·efit under-the arrangement other !him Ute reimbursement 
' of medical' care_ exi)enses. If any pel'Son has such a right under an 

arrangement CU1TenUy or for any future year, all dl~trlbuUons to all 

; 

· .. -;·.·. ,. 
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persons made from the arrangement ii) the current tax year are 
included-in grqss income, even amounts paid to relmburse medical 

· care expenses. For example, If an arrangement pays a death benefit 
. wlihout regard to medical (}life expenses;-no amounts paid under the 

arrangern!'nt ~o any person are reimbuisemen_ts . for medlcal care 
expenses ~xcluded vnder § 105(b) ... Al'rangements formally outside .. 
the HRA that provide ··tor ihe adjustment of an employee's 
compensation or an employee's receipt of any other benefit .will .be ...... 

. considered in determining whether the arrangement Is an HRA and .. 
whether the benefits are ellglble for the exclusions under §§ 106 a!'Jd 
105(b ). If, for example, In the year an employee retires, the employee 
receives a bonus and the amount of the bonlif! Is related to that 

·employee's mIDdmum relmtiursement artiount remaining In an HRA at 
the· time qf ~~rementL 00; amou·nts pal" under the arrangemen",are~ 
refrriburaemenis for·. medieal care expenses for purposes Of § 
105(~) .. .' 

What happens to the HRA balance upon dis,abillty or exteri.de~ leave 
from the Company? · 

A: see Section l(e). 

-5; Wh'irt happens to_ the. HRA balance In the event of a termination of . 
·emi>loyme·nt? " · · 

A: See Section I. 

6. · What happem; to th_e HRA balance If I die whlle .actively employed? 

A: See Sections l{c) ·and l(d)_. Currently, the spouse and ellglb.le 
depend~ls of !ln employee V\'flo c!leJi y.ofllle actively_ employed with 
Cinergy Can eleqt to beqom·e ccivered ·under the non-union medical 
plan arid· receive subsidized coverage at .the acUve eiiJpjoyee rate untll 
death or a dlsquaflfylng event (for the 'spouse, this would lndude, but 
not be llmlt~ to, reman:yfng. or becoming 'Medicare eligible; for an 

___ iili.Qilll~ d~p_!irident, It would ln9fude, bµ_t n9t be, limited .to, ceasing to .. 
qualify as ·an ·eligible dependent due to age. . . . . 
. . 

7. · Wi!I tbe· Company. c;ontrtbutlons be Indexed In future years (e.g., Indexed 
to ttie tren4_ l(n~ fyr h.ealfh care c~stsn · · 

A: No. At this ttnie, we do not plan to align our s~ce credit or. interest. 
!,)l'ecfJt to C)lly Index. Hl>wever, the CQmpany will continue to· evaluate 
l!s a-editing fey¢s. Subject to, any eoflecttve .~rgalnlng obllgations,­
#he ~any '[eserves .!he .. right to !!lake adJu!lfmenfs, Including 
_ lncrea$ln·g, d_ecreaslrig or dl§contlnulng. credits unll~erally. 

' f·· 

t' 
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· 8. . Will the opening HRA balances be calculated with retroactive Interest 
crediting? 

A: No. Making retroactive interest credits ·would be cost prohibitive from 
the Company's perspective. · · 

9. What are. other companies doing with tegards to post-reUreinent 
flealthc;are? · · . . . . . . . , ... 

. . ,· ... 

A: · ·-See :HeW!tt survey pr.eviousiy provided (51% of survey respbndents ·· 
have ·a unionized workforce). , · 

10. How can.HRA Participants use amounts credited to tfie HRA? 
'. ,·,: . . . . . . .. :". ~ . ' ..-. 

A: Maner. c;i"edlted to a HRA tan be used to reimburse the HRA 
Participant. for medical expenses as defined ln Section-213(<1) of the 
"lhtemal Revenue Cade. See IRS publlCSUon 502 for examples of 
qualified medlcal expenses. 

11.- Who wlll administer th!! HM account balances? ; 
l 

. I 

. , 

A: Hewitt Associates will track the HRA credits while HRA Participants 
are aclivefY- employed. The Company is reviewing ·proposals "from 
third party administrators for po·st-retlrement admlnfstratlori, but this 
will likely-be Hewitt Associates. · 

12. Wiii the HRAs be protected/guaranteed? 

A: ThE! benefit under the HRA option is based on a bQOkkeeping account 
and Is not funded like fl 401(k) plan. See Sectlon I regarding the 
Company's ablllfy to amend. 

13. If the Company decides. to eliminate the Traditional Option at a ·rater 
date, would employees be allowed to get in the HRA? 

.A:... The Company perlpdically evaluates Its benefit programs and would· · · · 
i:letennine the appropriate course of action at that lime. 

14. Would Interest on the HRA account continue to accrue after an 
employee retires? 

See SecUon I . 

15. If fwo Cinergy employees are married, can they make different elections 
with respect lo the HRA Option? 
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A: Yes, one could elect to remain lfl the Traditional Opllcm, and the other 
oould elect the HRA Optfon; lf'they remain ml!rrted during, retlrement 
and so ei~ •. lh~y would receive sti~sldlzed ct?~erage under the 
Tradltlon~f O_pt1911 ·and h!lve access to amounts credited to the HRA on 
behalf of.the ottier·spouse_ . Regardless, the Blectlons are Independent 
of each other. . 

11 

! . 
! . 

' '· ! 
.! 

t 
~I Pleasenote that the explanation set.ioilh ab.ove. mere!~ sumrnarize.s the basic elements of 

our currently proposed design for the HRA ()ption. The Compa:ny:is in the process of 
working· out the details of the HRA proposal and necessarily_ r~ser.v~ tlie··r!ght to wor1< out · · ·- ii 
those details; The Company also reserves the ~ght to mom fullY aocument.'the .HRA 
Option, which option will be governed and <;onstrued In l'jccord1111ce with the tertns of the 
Plan as adopted by f!te Company. · 

cc: T. VQl'hag~ 
P.G!DsQn 
K:; Feld" . 

bee: J. Kraus 
T. HoppenJani.; 
l.Greg~ 

.. 

.. · .. · . . 

.

Very·tru·ly···· yo~ .. · .. 
ctf!-~·I~ 
John E. 'Polley 
General. Manager 
. Labor Relation's 

.:· 

.. 

.. 

' . 

.. 
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Current Post-Retirement Health Care Option 

Employees hired before January 1, 2005, who elect the subsidy option anct who retlre from the· 
company C!n or after age 60 With at least five ye1us of service, may be entitled to. a post­
retirement health care subsidy from the company dependent on· their years of service at 
retirement . 

··--:;·: ._ .. - . : . 
Sub.sldy Schedule: 

Service at Retirement 'Pre-65 onlvl 

.... 30+: .. .... ;--: .. ' .. : .. :. 50%: ~- ~~- ' 

29 45' 
. 28 .. ·4oa -

27 .35' 
·26 30% 
25 25% 

. 24. 20% .. - .. .... .. 
23 1.6% 
22-.. .. . 10.% . 

21 .. 
5% 

·20: .. . , .... 0% .. .. -
19 .. fl% 
111 0% 
17 0% 
16 o'!(. . 
15 0% 
14· 0% .. 
13 0% 
12 0%. 
11 0% 

.. 10.: .. ______ - ... .. - ·- ... 0% ' 
9 0% 
8 0% 
7 0% 
:6 0% 
5 0%. 

. . 
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April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Post-Retirement Health Benefits 

Dear Mr. Reilly: 

During the 2014 negotiations, the parties discussed post-retirement health benefits. This Jetter 
amends the Post-Retirement Medical Benefits Sidebar Letter A-36 dated July 22, 2004, as 
subsequently amended during 2009 negotiations, and confirms these discussions and the 
resulting agreement. 

Access To Post-Retirement Health Benefits 

Employees who terminate on or after January 1, 2015 after attaining at least age 50 with at least 
5 years of service will have unsubsidized access (i.e., no Company contributions) to post­
retirement medical, dental and vision coverage. Coverage for retirees age 65 or older will be 
through a Medicare Coordinator. The Company shall provide a subsidy/contribution towards the 
cost of post-retirement health coverage only as provided below in this letter. 

Subsidies/Company Contributions-Traditional Option 

For employees who terminate on or after January 1, 2015, the "Traditional Option" is hereby 
amended to provide contributions towards the cost of post-retirement medical (but not dental or 
vision) coverage, in the form of either subsidized post-retirement medical coverage or credits to 
a newly-established Health Reimbursement Account ("HRA"), as determined by the Company, 
only for individuals who are under age 65 and who are: 

(1) in a group eligible for a medical subsidy under the rules in effect prior to January 1, 
2015, which is limited to those hired prior to January 1, 2010, and 

(2) at least age 55 with at least 1 O years of service at termination of employment. 

The amount of the contributions will vary as follows: 

• eligible employees age 50 or older by January 1, 2015 will receive (during retirement) a 
pre-65 contribution of $350 per month, plus $175 per month for their spouse, if any; and 

www.duke·energy.com 
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• eligible employees younger than age 50 as of January 1, 2015 will receive (during 
retirement) a pre-65 contribution of $250 per month, plus $125 per month for their 
spouse, if any. 

Subsidies/Company Contributions-HRA Option 

Effective January 1, 2015, the "HRA Option" is hereby amended such that: 

• the Company will discontinue crediting 1/12 of $1,000 each month to the HRAs for those 
employees who have an HRA under the HRA Option, with interest credits continuing; 
and 

• the Company will offer a choice window in 2014 to employees who have an HRA under 
the HRA Option to elect whether to continue in the HRA Option (modified as described 
in the above bullet) or to forego their rights to their HRAs in exchange for participation in 
the Traditional Option (modified as described above). 

Miscellaneous 

The post-retirement health benefits described above will replace the post-retirement medical 
coverage options in effect prior to January 1, 2015, for employees who terminate on or after 
January 1, 2015, including those described in Sidebar Letter A-36 dated July 22, 2004 as 
amended during 2009 negotiations to provide that employees hired on or after January 1, 2010 
will not be eligible for a subsidy or Company contribution under the Traditional Option or the 
HRA Option. These benefits will be governed by and construed in accordance with the 
applicable plan documents. 

In all other respects, the Post-Retirement Medical Benefits letter dated July 22, 2004, as 
subsequently amended during 2009 negotiations, shall continue in accordance with its terms. 
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SMAT Guideline Agreement 

These guidelines are meant to cover uncovered shift entry into the home station storeroom by home 
station personnel. Entry into a station's storeroom by personnel from other stations. including Material 
Specialists, should be covered by any guidelines in place before the SMAT Recommendation was 
formulated. 

These guidelines apply to retrieving materials from the storeroom. and do not apply to deliveries to the 
storeroom on uncovered shifts, unless otherwise specified. Material receiving should be handled as it 
always has been. 

1. The Power Storerooms will be manned by Power Stores during the day shift Monday 
Through Friday, and also on the day shift on Saturday and Sunday as the stations require. 
These shifts start no sooner than 6:00 AM and end no later than 6:30 PM. 

2. The Production Team Supervisor has been given access to the Storeroom on uncovered 
shifts. For shifts where there is a normally scheduled Production and a straight time Support 
shift, and material is needed, when no Power Stores personnel are on site, the Production 
Team Supervisor and a bargaining unit member (IBEW Local 1347) will be allowed to enter 
the storeroom to remove the needed material and fill out the daily log sheet. (This should 
include both a "time-in" and a "time-out" entry) A union member (IBEW Local 1347) must be 
the one to remove the material. It is the responsibility of the Material Specialist to make all 
data entry into Passport. This data entry will be done at the beginning of the next scheduled 
Material Specialist covered shift. When there is planned or call-in overtime for Support 
personnel, and access into the storeroom is needed, storeroom personnel will be called in. 
However, in the event that a one-time entry is required then the Production Supervisor and a 
bargaining unit employee will be allowed to remove the material. 

3. Outside of the details of specific guideline mandates, it will be the responsibility of the 
Production Team Supervisor to decide if a Material Specialist is needed to be called in. The 
general rule of thumb recommended by the team is if more than 15 minutes is needed to find 
the material, then consideration should be given to calling a Material Specialist in. Also if 
enough straight time Support Team members are working and the PT Supervisor does not 
have enough time to keep running to the storeroom. he should consider calling in a Material 
Specialist. 

4. At the beginning of each day, the Stores Supervisor will review the Daily Storeroom Access 
Log from the previous night. Material removed from the storeroom during a backshift should 
be used on that shift. The daily review should monttor this. At least on a weekly basis (sooner 
if required), the Stores Supervisor and the PTGL or Production Team Coordinator will review 
the Daily Storeroom Access Log sheets from the previous week. Each month a summary 
report will be proctuced showing the material removed on backshifts for that month. 

5. The annual station inventory adjustment will become a station goal. This goal will be passed 
down to the PTGL's, PT Coordinators, and PT Supervisors. 

6. Training will be given to the PT Supervisors and appropriate team members to learn the 
storeroom layout and material locations. 

38 
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7. The SMAT team will meet, at a minimum, once a year or when deemed necessary to address 
issues' or concerns that have arisen. 

8. Any deviations to these guidelines must be brought to the SMAT team for review before 
implementation at that station. 

9. Woodsdale Station, because of the unique organizational structure, will not be able to meet 
the requirements of the guidelines on many occasions. 

• On the "off shifts", there will seldom be any management personnel on site. This will not 
allow for the station to follow the guidelines as far as having both a bargaining unit and a 
management person access the storeroom together. For this reason, when removing 
material only, Woodsdale personnel will be allowed to access the storeroom alone when 
the Material Specialist on duty is off site or on uncovered off shifts. The rest of the 
guidelines will need to be followed as written. 

• The previous bullet point deals with the removal of material only. This is a Material 
Specialist duty and if matertal needs to be unloaded when a Material Specialist is 
unavailable, bargaining unit Woodsdale personnel may do so at the dock, up until 3:00 
PM. Most deliveries after 3:00 PM are to be sent away. If there is a question about a 
particular after hours delivery, the Stores Supervisor should be contacted. 

• Procedures will be put into place to allow for the review of the Access Logs as there is no 
on-site Store's Supervisor at the station. 

1 O. If a contractor on site needs material on the second or third shifts, the Production Team 
Supervisor, along with an IBEW 1347 union member, will access the storeroom and the 
IBEW 1347 union member will remove the needed material. The contractor will not remove 
material from the storeroom. The daily log will also be filled out at this time. 

April 2, 2014 
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August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Clarification of Vacation Bank/Pension 

Dear Mr. Feldhaus: 

DUKE EN,.€11.GY J;Me~w'ff-1(c) 
139 Easfr'-abn>r~y· 
P. o. Box 960 Page 58of137 
Cincinnati, OH 45201-0960 

During the 2006 negotiations, the Company and the Union clarified future administration 
for including the vacation bank payment in the final average pay calculation for 
purposes of determining an employee's pension. 

Vacation bank earnings will be included in the calculation of the earnings in the final 36 
consecutive months of employment. If these earnings are not higher than any three 
consecutive calendar years of earnings in the last 10 years of employment, then the 
vacation bank earnings will be added to the earnings that are the highest three 
consecutive calendar years in the last 10 years of employment. 

This administration of the vacation bank pension enhancement as described above will 
be effective January 1, 2007. 

Sincerely, 

irf.·~ 
Managing Director 
Labor Relations 

41 
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August22, 2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Working Overtime During Vacation 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Union and the Company discussed the intent of Article 
IV, Section 1 (k) of the Agreement, with respect to working overtime while on vacation 
and the release of employees at the start of vacations. 

As set forth in that section, employees can request in writing, prior to beginning their 
vacation, to be considered for work on what would have been their normal off days at the 
beginning or end of their scheduled vacations. Also as set forth in that section, 
employees' vacations are considered to have started when they are released from duty 
on their last regularly scheduled working day prior to the scheduled vacation and are 
considered ended at the start of their first regularly scheduled working day following the 
scheduled vacation. It is the Company's understanding that, while on vacation, 
employees will be considered for overtime work only after all eligible employees have 
been offered the overtime assignment. 

Additionally, the Union expressed concern over hardship that may be caused when 
employees are not released at their normally scheduled quitting time on their last day of 
work prior to vacation. During the discussions, the Company reinforced its need to 
maintain its right to assign the work as necessitated by business needs, including 
holding employees beyond their normal quitting time. However, the Company assured 
the Union that employees, who make it known in advance of special travel arrangements 
needed on their last day of work, should be released from work on time in the absence 
of an emergency situation. 

It is hoped that the above will serve to alleviate the Union's concerns. 

Sincerely, 

M.~~ 
J~J~. Alvaro 
Managing Director 
Labor Relations 

www.duke-eneray.com 
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August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: 12-Hour Shifts 

Dear Mr. Feldhaus: 

During the 2006 negotiation meetings, the committees for the Company and the Union 
discussed the utilization of 12-hour shifts for Production Team Members and Material 
Services Team Members in the Electric Generating Stations. 

As discussed, in order to meet work requirements, the use of 12-hour shifts for 
employees in the Production Team Member and Material Services Team Member job 
classifications in the Electric Generating Stations will be at the discretion of the 
Company. 

Except in cases of emergency, the Company will not institute or change a 12-hour 
group schedule until affording the Union the opportunity to discuss and review the 
schedule. The Company will base any change in schedule upon new or changed work 
requirements or the requirements of efficient operations. These matters will be 
discussed thoroughly with the representatives of the Company and the Union 
considering the viewpoint and suggestions of the other. 

It was also agreed that the administration of the 12-hour schedules will be in 
accordance with the attached fact sheet. 

It is thought that this letter adequately describes the discussion concerning this matter. 

Sincerely, 

~-ot~~ 
J~~1 ~.· Alvaro 
Managing Director 
Labor Relations 

www.duke-energy.com 

43 



12- HOUR FACT SHEET 
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Page 61 of 137 

1. Personal Days: Employees are entitled to a total of tour twelve-hour personal days (including Diversity Day). 

2. Shift Definition: A shift is defined as working 6:00 AM to 6:00 PM or 7:00 AM to 7:00 PM on a single day or 
6:00 PM to 6:00 AM or 7:00 PM to 7:00 AM bridging over 2 days. 

3. Payroll Week Definition: A payroll week is defined by each individual station to accommodate the schedule at 
that particular location. This will allow the generating stations the flexibility to utilize a tour team rotation on a 
36 hour - 48 hour schedule rotation. This is not intended to limit the Company from adopting other types of 
rotations. 

4. Overtime: All hours worked greater than 40 in a payroll week and all hours worked outside of an employee's 
regular schedule. Double time hours shall be the last 24-hour period an employee is available to work. For 
clarification, an employee on a 12-hour shift will be working double time on the 24 hours before their 12-hour 
rest period before the start of the next shift. 

5. Discipline: Discipline will be administered in days where one day is equal to 8 hours. 

6. Vacation: Vacation will be administered in hours. If an employee takes vacation in a 48-hour week, the 
employee will have the option of using either 40 hours or 48 hours of vacation at their discretion Vacation will 
only be paid on a straight time basis. 

7. Holidays: Employees scheduled to work the actual calendar holiday that are excused from work by the 
Company will receive holiday pay for the regularly scheduled hours they would have worked on the actual 
calendar holiday. All other employees will receive 8 hours of holiday pay. Employees working on the actual 
calendar holiday will receive time and one-half pay for the first 12 hours worked on the actual calendar holiday. 
If employee's overtime pay hours (last 8 hours of a 48-hour week) fall on an actual calendar holiday, the 
employee shall be paid 12 hours at the time and one half-wage rate for that day. 

8. Death In Family: A day off for death in the family shall be equal in pay to the hours of pay an employee would 
have received if you had worked that day. 

9. Meal Monies: Meal monies shall be paid after 13 contiguous hours worked and again after 15 hours worked. 
Call-in situations shall follow the current contract guidelines of meal money paid for every five hours of 
contiguous work. 

10. Shift Different/al: Shift differential will be paid on night shift only (12 hours) at the current contract night shift 
rate. No shift differential will be paid on the four evening hours of day shift (3PM - 7 PM). 

11. Short-Term Disability: As per the current Agreement, during the seven consecutive calendar day waiting 
period, it is intended that no employee will incur a loss of more than forty hours of straight time pay. 

April 2, 2014 
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August22, 2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Store Room Bidding 

Dear Mr. Feldhaus: 

During the 2006 negotiation meetings, the Company and the Union discussed 
restoring the former combined bidding process for storeroom employees. 

As discussed, since 2000, the job posting procedure for storeroom vacancies 
between the generating stations and the Brecon store room was changed to 
being administered as two separate bidding areas, but the bumping rights for the 
incumbent employees was grandfathered for the former combined bidding area 
for the term of the 2000 - 2006 Agreement. 

During the discussion, it was agreed that for the term of the 2006 - 2009 
Agreement, the job posting procedure and bumping rights of the employees in 
storeroom job classifications, whether in power plant store rooms or the Brecon 
facility, will be reinstated to the former combined administration for both filling job 
vacancies and for bumping rights. 

It is believed that the above accurately describes the restructuring process for 
bidding among the storeroom work forces. 

Sincerely, 

~·~ 
Managing Director 
Labor Relations 
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August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Group Leaders 

Dear Mr. Feldhaus: 

During the 2006 negotiation meetings, representatives of the Company and the Union 
discussed the status of the represented Group Leaders in the electric generating 
stations. 

The parties agreed that on May 1, 2006, the represented Support Team Group Leaders 
will be returned to their prior classification and duties. At that time, their hourly wage 
rates will be reduced by $0.10 per hour and at six month periods will be reduced by 
$0.10 steps until their hourly wage rate conforms to the maximum hourly rate of their job 
classification. 

It was also agreed that no later than December 31, 2006, the current represented 
Production Team Group Leaders will be returned to their prior classification and duties. 
When this occurs, these employees will also have their wage rates retrogressed, as 
stated above. 

It is thought that the above accurately reflects the future status of the current 
represented Group Leaders. 

Sincerely, 

J~M~ 
Managing Director 
Labor Relations 

www.duke-eneray.com 
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August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Eyeglass Pitting 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Company and the Union discussed the unique 
eyeglass pitting problem experienced by welders in the Electric Repair Section of the 
Substation Maintenance Department and in the Material and Repair Section of T&D 
Projects. 

As agreed, during the term of the 2006 - 2009 Agreement, the Company will furnish 
standard frames with prescription safety lenses and permanent side shields from its 
supplier to each welder in those sections who wear corrective lenses that have been 
substantially affected by this problem. Affected employees may submit their 
prescription to the department so that the Company can order these glasses. The 
glasses are to be worn exclusively by these employees when performing welding work 
for the Company. 

During the term of the Agreement, the employees may submit these glasses to the 
Company for inspection on an annual basis. If the Company determines that a new 
pair of glasses is warranted due to this pitting problem, the employee will be issued 
another pair. 

Although this is a mutually agreeable method of providing relief to the affected 
employees, the Company will continue its efforts to completely resolve the problem in 
the future. At the time the Company finds a solution to this unique problem, the 
purchase of eyeglasses for welders will be discontinued. 

Sincerely, 

~.rulJt\,~ 
J~JA. Alvaro 
Managing Director 
Labor Relations 

www.duke-energy.com 
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April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Project Work - Outside Duke Energy OH/KY Service Area 

Dear Mr. Reilly: 

When it is necessary for the Company to utilize employees represented by Local Union 1347 to 
perform non-emergency Project work outside the Duke Energy Ohio/ Duke Energy Kentucky service 
area (''Travel Project Work"), the Company will request volunteers from the needed job classifications 
at the various headquarters. ·it must be understood that due to pre-scheduled or on-going work 
projects, specific work/skill requirements and other business needs, the Company must reserve the 
right to be selective when evaluating voluntary requests for Travel Project Work. However, whenever 
possible, the required number of individuals or crews will be staffed with those employees who 
volunteer. 

If there are more qualified volunteers than needed for a specific Travel Project Work assignment, 
selection will be made based on classified seniority. If there is not a sufficient number of available 
qualified volunteers, the Company will assign the junior available individuals in the required job 
classifications who are qualified to perform the particular work needed. Employee rotation on projects 
of long duration may occur at the discretion of the Company. 

When employees are required to report to the Travel Project Work site each day and the employee is 
not utilizing a company assigned vehicle, mileage reimbursement will be provided by calculating the 
difference of miles driven to assigned headquarters and mileage driven to the jobsite reporting 
location. If mileage to the jobsite reporting location is Jess than mileage driven to assigned 
headquarters no mileage reimbursement will be granted when the mileage to the Travel Project 
Worksite is less than mileage driven to the employee's regular headquarters. 
In addition, when employees are required to report to the Travel Project Work site each day, the 
following will apply: 

• For sites 30 miles or less from the employee's regular headquarters, the employees 
will be provided 1 hour straight time pay per day. 

• Where the job site is 31 miles to 45 miles from the employee's regular headquarters, 
the employees will be entitled to 1.5 hours straight time pay per day. 

www.duke-energy.co.'Tt 
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• Where the job site is 46 miles to 60 miles from the employee's regular headquarters. 
the employees will be entitled to 2 hours straight time pay per day. 

• Where the job site is greater than 60 miles from the employee's regular headquarters, 
the employee will have the option of choosing a per diem, or being reimbursed by the 
Company for actual and reasonable expenses based on receipts provided by the 
employee. The per diem expense shall be based on the amount allowable per the 
current IRS Publication for the area where the Travel Project Work is being performed. 

The per diem calculation, on the first and last day of the Travel Project Work 
assignment, will be reduced per the current IRS Publication. Any lodging and meal 
expenses incurred over and above the stipulated per diem amount for any given trip 
will be the responsibility of the employee. However, if the assignment is in an area 
where hotels have increased their rates for "special events" and the employee presents 
actual receipts, employees will be reimbursed for their actual out-of-pocket lodging and 
meal expenses, instead of the established per diem amount. 

In addition, for Travel Project Work greater than 60 miles from the employee's assigned headquarters, 
travel to the job site will generally be on Company time on the first day and from the job site on the 
last day of the project only. Employees will be paid at the appropriate rate of pay in accordance with 
the Contract. 

When commuting is practical based on the close proximity of the Travel Project Work as determined 
by the Company, employees will report to the job site at their scheduled starting time and work until 
their scheduled quitting time. 

Employees assigned to Travel Project Work will not be eligible for normal call-out overtime during the 
work week. However, if employees have returned from the project after the last day of their work 
week, they can then be eligible for call-out and scheduled overtime at their normally assigned 
headquarters, if they provide appropriate notice to supervision of their availability. Employees are 
required to bring tools home on their off days to be eligible for call-out or scheduled overtime on those 
days. In addition, overtime worked by employees on these projects may or may not be charged to the 
employee on their regular overtime listing back at their normal headquarters, at the discretion of the 
Union. Additionally, these employees will also be eligible for emergency assistance assignments to 
foreign utilities. 

These guidelines may be modified due to unusual circumstances on a particular project by mutual 
consent of the parties. It is understood that this letter accurately defines the guidelines to be utilized 
during the term of the 2014 - 2017 Agreement in the event of employees represented by Local Union 
1347 working on Travel Project Work. 

SincereMI\ 

~~ 
Alvaro 
r, Labor Relations 
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August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Undercover Investigators 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Company and the Union discussed the use of 
undercover investigators during the term of the 2006 - 2009 Agreement. 

As discussed, the Company will not allow any undercover investigators it employs to join 
or attempt to join the Union. It was also agreed that the Union would instruct all its 
members to encourage employees experiencing substance abuse problems to seek help 
through the Employee Assistance Plan and to elicit the aid of the Union leadership in so 
encouraging employees. The Union also agreed to periodically print articles in its 
newsletter and/or web page concerning the problems associated with substance abuse, 
encouraging its members to take the necessary positive action to fight the effects of 
substance abuse in the workplace. 

It is thought that this agreement between the parties will further the Company's efforts in 
establishing and maintaining a work environment that is free from the effects of drug 
abuse. 

Sincerely, 

W.~10 
Ja~~. Alvaro 
Managing Director 
Labor Relations 
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August 22, 2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Leadperson - Trainer Role 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Company and the Union discussed bargaining unit 
employees performing the training function for new employees in the T&D 
Construction and Maintenance and the T&D Projects areas of the Company. 

As agreed, a lead person-trainer role will be performed by bargaining unit personnel 
in the Sr. Lineperson "A" (Job Code #7879), Lineperson "A" - Trouble (Job Code 
#6838) and Lineperson "A" (Job Code #6834) job classifications. While serving in 
that capacity, bargaining unit personnel will be responsible for training newly selected 
employees entering into the Lineperson progression. The type of training that will be 
performed will involve classroom and hands-on at the Company's training facilities 
as well as on-the-job training in the field environment. 

Compensation for employees performing the lead person-trainer role will be a 
premium in the amount of $1.25 per hour above the maximum rate of pay of the 
Senior Lineperson "A" job classification. Effective January 1, 2007, the premium will 
be increased to $1.50 per hour. In the event that employees must temporarily 
change headquarters to perform this role, they will receive compensation for travel in 
accordance with the Agreement. Such a change of headquarters for greater than six 
months is not in contravention of the 1996 negotiation letter concerning the posting 
of small crew work projects lasting more than six months. 

The criteria management will use to assess candidates' qualifications to perform the 
lead person-trainer role will include job performance in their current job 
classifications and a determination if candidates posses adequate competencies for 
conducting training. Candidates' qualifications will be evaluated by representatives 
from the Company's staffing function, in conjunction with departmental management 
representatives. A practical demonstration test, to assess candidates' abilities to 
effectively train individuals, will also be utilized for this purpose. As a minimum 
requirement, only employees who have at least three years of experience working in 
the job classifications of Lineperson "A" or above in the Lineperson progression will 
be considered for the lead person-trainer role. 
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Jt is expected that qualified employees will volunteer for the lead person-trainer role. 
While the best qualified (based on assessment scoring) will be selected, it is 
anticipated that many candidates will be fairly close in scoring on their assessments. 
Where the scores are fairly similar (approximately within 1 O points of each other) 
between qualified candidates, seniority shall prevail. However, business 
circumstances may prevent the selection process for qualified individuals from being 
based solely on the assessments and seniority. For example, it may be a business 
hardship on management to allow two employees from the same headquarters to 
simultaneously conduct training for the same training class. Therefore, if an 
employee would have been selected, but due to business hardship is not, he/she will 
be offered the next opportunity to fill the trainer function at his/her headquarters. 

The Company will provide advanced notice to employees about opportunities for the 
assignment to the lead person-trainer role in anticipation of having qualified 
individuals to assume that role when needed in the future. 

As further agreed, this arrangement will be in effect during the term of the 2006 -
2009 Agreement. 

It is believed that the above accurately describes the accord reached between the 
parties on the establishment of the lead person-trainer role. 

Sincerely, 

~.·~ 
Managing Director 
Labor Relations 
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April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Leadperson 

Dear Mr. Reilly: 

During the 2006 negotiations, the Company and the Union discussed maintaining a 
Lead Person role in areas of the Company other than The Energy Commodities 
Business Unit for the term of the 2006 - 2009 Agreement. While serving in this 
capacity, personnel in bargaining unit job classifications are responsible for addressing 
and coordinating all matters relative to their assigned job sites. Persons in that role also 
instruct the work of other employees in the same and lower job classifications at job 
sites, in addition to performing their regular duties. 

It was further agreed that due to the differences among the various departmental areas 
in terms of job site location, the complexity of work and other factors, more specific 
guidelines should be established with the Union pertaining to the Lead Person role in 
those respective areas. That process has already occurred between the parties where 
the Lead Person role was previously established with the Union. Those guidelines will 
remain in place. To establish the utilization of personnel in the Lead Person role in 
departmental areas where it has not been already established with the Union, union and 
management representatives from those areas will develop such Departmental Area 
Guidelines. Those Guidelines will describe, more specifically, the responsibilities of the 
Lead Person role in those respective areas. The Guidelines will address such specifics 
as the number of employees that may be directed, the activities that are to be 
coordinated at a job site, the manner in which employees will be selected to perform the 
Lead Person role and any other appropriate details. 
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As discussed, it is expected that employees in senior job classifications will fill the need 
for the Lead Person role and that seniority and volunteerism will guide the selection 
process for filling that role, qualifications being sufficient. However, for the lack of a 
volunteer or because it may not always be possible or efficient to do so, other 
employees may on occasion be assigned to a Lead Person role. --
Compensation for employees performing the Lead Person role, effective May 5, 2014, 
will be $1.75 per hour above the maximum rate of pay of their job classification. This 
exception to the rate of pay for the temporary upgrades is limited to this Agreement and 
does not pertain to any other situations. 

Additionally, it was agreed that the use of the Lead Person role and the establishment of 
the referenced Guidelines could apply to some work groups within a departmental area 
and, at the same time, not apply to other work groups within the same departmental 
area. 

It was also discussed that the Lead Person role is meant to expand the duties and 
responsibilities beyond what is currently assigned within the respective job 
classifications. The Company assured the Union that in establishing the Guidelines for 
Lead Person responsibilities, the safety of company employees and the public would be 
given appropriate consideration. It was also discussed that evaluating the work 
performance of employees and the administering of disciplinary actions would continue 
to be the responsibility of appropriate management personnel. 

The above accurately describes the agreement concerning the Lead Person role in 
areas represented by the Union during the term of the 2006 - 2009 Agreement. 

~e~w 
lJ~. Alvaro 
Director, Labor Relations 
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August 22, 2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Advanced Wages for Union Business 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Company and the Union discussed making 
arrangements for the Company to advance straight-time wages to employees 
represented by the Union who are off the payroll for non-compensated union business 
during their normal working hours. 

As agreed during these meetings, during the term of the 2006 - 2009 Agreement, such 
wages will be advanced to employees. It was also agreed that the Union will send to 
the Labor Relations area of the Company a copy of all letters from the Union to 
employees requesting that they be off the payroll to attend non-compensated union 
business. Additionally, at the end of each month, the Union will provide the Labor 
Relations area a summary report which includes each employee's name, department, 
department number, dates on which non-compensated union business occurred and the 
corresponding number of hours each employee spent on non-compensated union 
business. The Company will then prepare an invoice to bill the Union for 
reimbursement of the wages advanced to these employees during the month. The 
Union, in turn, will submit payment to the Company for the invoiced amount within 30-
days. 

It is believed that this arrangement will prove to be beneficial to the Union and the 
individual employees who perform non-compensated union business. However, the 
Company must reserve the right to discontinue this arrangement at anytime. 

Sincerely, 

M~: 
Managing Director 
Labor Relations 
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August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Seniority and lnterplant Bidding Rights 

Dear Mr. Feldhaus: 

During the 2006 negotiation meetings, representatives of the Company and the Union 
discussed the interplant bidding rights for employees of Power Operations. 

During these discussions, the parties agreed that during the term of the 2006 - 2009 
Agreement, should the Company declare a surplus at one of its electric generating 
facilities in the Production, Maintenance Services or Material Services Team Member 
classifications, and the affected employees cannot be absorbed into the work force at 
that facility, and that would result in a layoff, the corresponding number of employees, 
lowest in total combined seniority in the Electric Generating Stations will be determined 
by station(s) as surplused. Those employees will then have bidding rights into the 
above-mentioned classifications (at least up to 50 total, not from each classification, 
subject to provisions below) at other electric generating facilities based on total 
combined seniority in the Electric Generating Stations. This seniority would exclude any 
breaks in service. Total seniority will include all time at an employees present work 
location, and any previous location in Electric Production/Energy Commodities, provided 
there was no break in service. If there is a break in service, the previous seniority will 
be lost and the employee's seniority date will begin again with the date the employee 
returns to one of the above-referenced classifications. If there are more than 50 surplus 
personnel and the Company cannot place those in excess of 50 under this procedure, it 
was agreed that the parties would meet to determine alternate methods of handling the 
situation. 

However, it was also agreed that in order to maintain efficient operations at the plants, 
there will be no bumping of the following employees in the above classifications: a 
specified number of the most senior, trained employees performing the former Control 
Operator classification job duties at the other electric generating facilities. This number 
would include 20 employees at the Beckjord Station, 7 at the East Bend Station, 20 at 
the Miami Fort Station, 12 at the Woodsdale Station and 10 at the Zimmer Station. This 
number will also include a specified number of the most senior, trained employees 
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performing the former Scrubber Operator classification duties at the other electric 
generating stations, or at the Miami Fort Station, the FGD Operator job duties. This 
number would include 6 at the East Bend Station, 10 at the Zimmer Station and 5 at 
Miami Fort Station. The 5 FGD Operators at Miami Fort will remain protected for the 
term of the contract. Entry of an indMdual into the protected group will not occur until a 
vacancy becomes available. Management will fill vacancies (Control Operator, 
Scrubber Operator) using the existing process. 

Attached is a document from the Union agreed to during the 2006 negotiations 
describing the interplant bidding process, and two examples prepared by the Company 
describing how this process will operate. 

As agreed, if the Company transfers its ownership to a station and subsequently a 
surplus is declared at another station, the number of surplus employees the Company 
agrees to absorb into the remaining stations will be decreased by the same percentage 
that the total number of employees were decreased by that transfer of ownership. For 
example, if there were 500 union members in Power Operations and a Plant's 
ownership was transferred along with the 100 bargaining unit employees that work 
there, the 50 number above would be reduced by 20% (or to 40) for any subsequent 
Company declared surplus. 

It must be understood that allowing such bidding rights may cause employees in the 
Production, Maintenance Services or Material Services Team Member classifications, 
junior in total combined seniority in the Electric Generating Stations at the receiving 
plant(s), to be laid off. Employees who do not accept alternate job opportunities 
provided from the bumping process will voluntarily resign their employment. This 
understanding in no way limits Management's rights contained in Article V, Section 19. 

It Is thought that the above adequately describes how seniority rights will apply for 
employees within the Power Operations Department in the event such actions are 
necessary, during the term of the 2006- 2009 Agreement. 

Sincerely, 

J~~~ 
Managing Director 
Labor Relations 
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In the event it becomes necessary to eliminate jobs in the bargaining unit that would 
result in a layoff within any, or all, of the five represented electric generating plants 
currently owned by the Company (East Bend, Beckjord, Zimmer, Miami Fort, and 
Woodsdale), the following will be the procedure used to insure a result that is as close 
as possible to "last in - first out," for the Production, Maintenance Services or Material 
Services classifications: 

1. The Company will identify the number of jobs to be eliminated within each of the 
above classifications, and at each plant. 

2. The employees whose jobs are eliminated will then be notified and given the 
opportunity to use their total combined contiguous (unbroken) seniority in the 
above referenced electric generating stations to bump the most junior designated 
employee at each generating station. They are employed in one of the above 
referenced classifications, and their seniority will reflect all lime at their present 
location, and any previous location in the above listed generating stations, 
provided there was no break in service (another department outside EPD, or time 
spent in a job not represented by the Union). 

3. The Union will identify the most junior employees (based on their total electric 
generating station seniority) in all stations equal to the number of jobs designated 
for elimination. 

4. Employees who have been bumped, or had their job eliminated, will then, in 
order of their above described seniority, bump the identified most junior 
employees at each station. 

5. These most junior employees who cannot bump will then be laid off or surplused 
as described elsewhere in this agreement. 

6. Certain employees are protected from the bumping described herein as detailed 
in the letter captioned "Seniority and lnterplant Bidding Rights.' 

For example: If it was determined by the Company that two (2) Generating Stations 
need to layoff or surplus five (5) Production employees at each Station, the "List" would 
be used to identify the ten (10) least senior employees at all five Plants. These ten (1 O) 
would be the first lo go on surplus or layoff. Those resulting openings would be filled by 
the next ten (10) least senior on the List, providing none of these employees were 
identified as least senior to be surplused. In that case, this employee could not bump, 
and would be part of the layoff/surplus group. The previously identified employees from 
two (2) Generating Stations would then use their total combined Generating Station 
seniority, or the "Lisr to choose which openings they would fill. The senior employee 
would choose an opening first, and so forth, until the openings are filled. 
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Cincinnati, OH 45201-096.0 

August22,2006 

Mr. Steve Fefdhaus 
B_usiness Manager 
Local Union 1347 
International_ Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Certified Welders 

Dear Mr. Feldhaus: 

puring the 2006 negotiation meetings, rep-resentatives of the Company and the Union 
discussed the use of Certified Welders. 

During these discussions, the parties agreed that during the term of the 2006 - 2009 
Agreement, the following agreement will be. in effect pertaining to Certified Welders: 

1. There will be two classifications of Certified Welders assigned to the plants. 

a) 2-Star Certified Welders must maintain certification in at least the following 
two procedures: 

b) 

i) WQT005 
ii) · WQT006 

4-Star Certified Welders must maintain certification in the 2-Star 
proc5ldures and at least the following two procedures: 
iii) WQT007 
iv) WQT001 

2. Management solely determine.s the number of 2-Star and 4-Star Certified 
Welders at each location and reserves the right to change the certifications and 
procedures required in these classifications. 

3. The selection of Certified Welders within a department will be as follows: 

4-Star Certified Welders 
The first order of selection will be based on the classified seniority of those 
employees who previously possessed all 4-Star certifications. The second order 
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of selection will be based on the classified seniority of those employees who 
have completed the advanced mechanical discipline. 

2-Star Certified Welders 
The first order of selection will be based on the classified seniority of those 
employees who previously possessed both 2-Star certifications. The second 
order of selection will be based on the classified seniority of those employees 
who have completed the advanced mechanical discipline. 

4. 4-Star Certified Welders will be paid $1.00 above the Maintenance Services 
Team Member top rate of pay. 

5. 2-Star Certified Welders will be paid $0.75 above the Maintenance Services 
Team Member top rate of pay. 

It is thought that the above accurately describes the agreement reached by the parties 
pertaining to Certified Welders. 

Sincerely, 

~.01~ 
J~.Alvaro 
Managing Director 
Labor Relations 
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February 6, 2008 

Mr. Stephen H. Feldhaus 
Business Manager 
Local Union No. 1347 
International Brotherhood 

of Electrical Workers 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Dear Mr. Feldhaus: 

Per our discussions, the Company instituted a new training program for workers employed at 
generating facilities. This program, the Employee Development Qualification Program (EDQP), 
replaces the Skills Qualification Program (SQP). In conjunction with this program, four new job 
classifications are being developed: 

• Control Room Operator 
• Production Technician 
• Support Technician 
• Simple Cycle Technician 

The following will apply to the above-referenced classifications: 

A) The minimum wage rate for both the Production Technician and the Support 
Technician job classifications will be $13.00 per hour and the maximum is 
established at Pay Level 21. As of January 1, 2008, this wage rate is $29.89. 

B) The Control Room Operator job classification will not be implemented until the 
Company and the Union have had the· opportunity to meet further and discuss 
job responsibilities and wage rates. This is expected to occur during the first 
quarter of 2008. If the parties do not reach an agreement, then the wage rate will 
either be set at Level 25 (currently $31.09) or evaluated using the established job 
evaluation process. 

C) The Simple Cycle Technician classification will be evaluated. 

1. Existing Employees 

A) Employees currently in the Production Team Skills Qualification Program, and 
not at the maximum rate of pay, will remain in the SQP and will have the ability to 
reach Pay Level 25. 

B) Employees may be required to complete portions of the EDQP, as determined by 
management, to close any identified skill gaps. 
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C) Existing employees in the Support Team Member or Material Services Team 
Member classification who are selected for Production Team vacancies during 
the remainder of the 2006-2009 Collective Bargaining Agreement will enter the 
Production Team Member classification. They will be required to close any skill 
gaps as determined by the Company. In addition, the Company will select the 
discipline based on business needs. If the Operations discipline is selected, 
these employees will be required to become Control Room qualified. 

D) The Control Room Operator will be a bid position within a job progression. 
Positions will be posted in accordance with Article Ill, Section 6 and Article Ill, 
Section 7 of the 2006-2009 Collective Bargaining Agreement. 

2. Advanced Operators/Control Room Operators 

A) Each station will determine the number of Control Room Operators required. 
See "Seniority and lnterplant Bidding Rights" letter dated August 22, 2006. 
(Attachment) 

B) Production Team Members currently in training as Advanced Operators will be 
allowed to complete their training. 

C) After January 1, 2008, any Production Team Member who begins training for 
Control Room Operations will do so under the training plan established by the 
Company. · 

D) For employees in the Production Technician classification, only those in the 
Operations discipline are eligible to promote to Control Room Operator. 

E) There is no automatic progression. In order for an employee to promote, there 
must be a vacancy as determined by management. 

F) Existing Production Team Members may be assigned control room functions 
within the scope of the existing classification. 

3. New Employees/Transferring Employees 

A) Effective January 1, 2008, all new employees or employees that are not currently 
a Support TearnJMaterial Services Team Member entering the Production Team 
or Support Team will do so as a Production Technician or Support Technician. 

B) Management will determine each employee's discipline at the time of hiring or 
transfer. 

C) Employees will be given credit for past experience and education as outlined in 
the "Entry Wage Level Guidelines - /BEW Production Technician/Support 
Technician" document. (Attachment) 
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D) Employees placed at other than an entry level position will be required to 
demonstrate proficiency by completing portions of the training program, as 
required. 

E) Employees may request to change disciplines with no impact to pay. Requests 
will be evaluated based on business needs and are at the discretion of the 
Company. 

4. Pay Progression 

A) Employees will be evaluated and eligible for a pay increase every six months as 
provided for in the "Patrick P. Gibson Letter," dated December 29, 2000. 
(Attachment) 

B) The intent is for employees to reach the maximum pay rate in five years, 
provided qualifications are met. 

C) In lieu of the $0.10 increase as provided for in the 2006-2009 Collective 
Bargaining Agreement, each increase will be determined by taking the difference 
between the minimum and maximum wage rate and dividing by 1 O for employees 
starting at the minimum wage rate. Based on current wage levels, this increase 
is approximately $1.69 per hour every six months. 

D) For the Control Room Operator, there will be one increase with the employee 
reaching maximum rate of pay at six months. 

E) For employees starting at a wage rate other than the minimum wage rates, all 
requirements must be met prior to receiving a six month increase. Employees 
will still be evaluated every six months and other provisions of the "Patrick P. 
Gibson Letter" will apply. 

F) Eligibility for increase is based on satisfactory performance. Factors to be 
considered include, but are not limited to, attendance, job performance, progress 
in the training program, and disciplinary record. 

G) If an increase is denied, the employee will not be eligible for an increase until 
the next scheduled increase. Given that the employee has corrected any 
deficiencies identified, they will receive the scheduled increase and the increase 
that had been previously denied. 

H) If the employee is denied an increase, or in the event of receiving an 
unsatisfactory evaluation as outlined in Paragraph E, serious consideration 
should be given as to whether or not the employee should be demoted, 
transferred or released. The Union may request a review of such a decision and 
such review will be conducted in accordance with the "Patrick P. Gibson 
Letter," dated December 29, 2000. 
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I) Increases are neither granted nor denied solely on the basis of progress within 
the training program with the exception of movement from phase-to-phase. 
Employees must complete each phase within the required time frame to be 
eligible for pay increase. These hard breaks are at 12 months, 36 months, and 
60 months from the start of the program. Employees placed at other than entry 
level position must meet the hard break requirements as outlined above. 

J) Employees on a leave of absence will be treated similarly. When an 
employee's leave of absence is greater than 30 days, eligibility for any merit 
increase will be delayed by the length of time equal to the absence. This 
provision will be applied consistent with the Family and Medical Leave Act, and 
all other applicable laws and Company policies. 

have attached copies of the job descriptions for Production Technician and Control Room 
Operator. The job descriptions for the Support Technician and Simple Cycle Technician are still 
being developed. As stated above, during the first quarter of 2008, the Union and the Company 
will meet to discuss the Control Room Operator classification. I have also attached a copy of 
the hiring matrix used in determining starting wage rates. 

As with other job descriptions, the Company has a right to discontinue at any time. In addition, 
this agreement does not in any way restrict or change the rights of management, except as 
specifically stated in this agreement. If you are in agreement with this proposal, please return a 
signed copy of this letter to me. 

If you have any questions, please contact me at (513) 287-5022. 

Sincerely, 

Michael A. Ciccarella 
Labor Relations Consultant 

Attachments 

For the Union: 

Date 
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1. Seniority and lnterplant Bidding Rights Letter Dated August 22, 2006 

2. Entry Wage Level Guidelines - IBEW Production Technician/Support 
Technician 

3. Patrick P. Gibson Letter Dated December 29, 2000 

4. Production Technician Job Description 

5. Control Room Operator Job Description 
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Local Union 1347 
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Electrical Workers, AFL-CIO 
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Cincinnati, Ohio 45223 

Re: Seniority and lnterplant Bidding Rights 

Dear Mr. Feldhaus: 

ATTACHMENT 1 
Al IACHMENI IS-7(c) 

Page 84of137 
DUKE ENERGY CORPORATION 
139 East Fourth St. 
PO Bo> 960 
CincinnaO, OH 45201-0960 

During the 2006 negotiation meetings, representatives of the Company and the Union 
discussed the interplant bidding rights for employees of Power Operations. 

During these discussions, the parties agreed that during the term of the 2006 - 2009 
Agreement, should the Company declare a surplus at one of its electric generating 
facilities in the Production, Maintenance Services or Material Services Team Member 
classifications, and the affected employees cannot be absorbed into the work force at 
that facility, and that would result in a layoff, the corresponding number of employees, 
lowest in total combined seniority in the Electric Generating Stations will be determined 
by station(s) as surplused. Those employees will then have bidding rights into the 
above-mentioned classifications (at least up to 50 total, not from each classification, 
subject to provisions below) at other electric generating facilities based on total 
combined seniority in the Electric Generating Stations. This seniority would exclude any 
breaks in service. Total seniority will include all time at an employees present work 
location, and any previous location in Electric Production/Energy Commodities, provided 
there was no break in service. If there is a break in service, the previous seniority will 
be lost and the employee's seniority date will begin again with the date the employee 
returns to one of the above-referenced classifications. If there are more than 50.surplus 
personnel and the Company cannot place those in excess of 50 under this procedure, it 
was agreed that the parties would meet to determine alternate methods of handling the 
situation. 

However, it was also agreed that in order to maintain efficient operations at the plants, 
there will be no bumping of the following employees in the above classifications: a 
specified number of the most senior, trained employees performing the former Control 
Operator classification job duties at the other electric generating facilities. This number 
would include 20 employees at the Beckjord Station, 7 at the East Bend Station, 20 at 
the Miami Fort Station, 12 at the Woodsdale Station and 10 at the Zimmer Station. This 
number will also include a specified number of the most senior, trained employees 
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performing the former Scrubber Operator classification duties at the other electric 
generating stations, or at the Miami Fort Station, the FGD Operator job duties. This 
number would include 6 at the East Bend Station, 10 at the Zimmer Station and 5 at 
Miami Fort Station. The 5 FGD Operators at Miami Fort will remain protected for the 
term of the contract. Entry of an individual into the protected group will not occur until a 
vacancy becomes available. Management will fill vacancies (Control Operator, 
Scrubber Operator) using the existing process. 

Attached is a document from the Union agreed to during the 2006 negotiations 
describing the interplant bidding process, and two examples prepared by the Company 
describing how this process will operate. 

As agreed, if the Company transfers its ownership to a station and subsequently a 
surplus is declared at another station, the number of surplus employees the Company 
agrees to absorb into the remaining stations will be decreased by the same percentage 
that the total number of employees were decreased by that transfer of ownership. For 
example, if there were 500 union members in Power Operations and a Plant's 
ownership was transferred along with the 100 bargaining unit employees that work 
there, the 50 number above would be reduced by 20% (or to 40) for any subsequent 
Company declared surplus. 

It must be understood that allowing such bidding rights may cause employees in the 
Production, Maintenance Services or Material Services Team Member classifications, 
junior in total combined seniority in the Electric Generating Stations at the receiving 
plant(s), to be laid off. Employees who do not accept alternate job opportunities 
provided from the bumping process will voluntarily resign their employment. This 
understanding in no way limits Management's rights contained in Article V, Section 19. 

It is thought that the above adequately describes how seniority rights will apply for 
employees within the Power Operations Department in the event such actions are 
necessary, during the term of the 2006 - 2009 Agreement. 

Sincerely, 

J~~ 
Managing Director 
Labor Relations 



Supplemental Explanation to 
Seniority and lnterplant Bidding 

ATTACHMENT TS-7(c) 
Page 86 of 137 

In the event it becomes necessary to eliminate jobs in the bargaining unit that would 
result in a layoff within any, or all, of the five represented electric generating plants 
currently owned by the Company (East Bend, Beckjord, Zimmer, Miami Fort, and 
Woodsdale), the following will be the procedure used to insure a result that is as close 
as possible to "last in - first out," for the Production, Maintenance Services or Material 
Services classifications: 

1. The Company will identify the number of jobs to be eliminated within each of the 
above classifications, and at each plant. 

2. The employees whose jobs are eliminated will then be notified and given the 
opportunity to use their total combined contiguous (unbroken) seniority in the 
above referenced electric generating stations to bump the most junior designated 
employee at each generating station. They are employed in one of the above 
referenced classifications, and their seniority will reflect all time at their present 
location, and any previous location in the above listed generating stations, 
provided there was no break in service (another department outside EPD, or time 
spent in a job not represented by the Union). 

3. The Union will identify the most junior employees (based on their total electric 
generating station seniority) in all stations equal to the number of jobs designated 
for elimination. 

4. Employees who have been bumped, or had their job eliminated, will then, in 
order of their above described seniority, bump the identified most junior 
employees at each station. 

5. These most junior employees who cannot bump will then be laid off or surplused 
as described elsewhere in this agreement. 

6. Certain employees are protected from the bumping described herein as detailed 
in the Jetter captioned "Seniority and lnterplant Bidding Rights." 

For example: If it was determined by the Company that two (2) Generating Stations 
need to layoff or surplus five (5) Production employees at each Station, the "List• would 
be used to identify the ten (10) least senior employees at all five Plants. These ten (10) 
would be the first to go on surplus or layoff. Those resulting openings would be filled by 
the next ten (10) least senior on the List, providing none of these employees were 
identified as least senior to be surplused. In that case, this employee could not bump, 
and would be part of the layoff/surplus group. The previously identified employees from 
two (2) Generating Stations would then use their total combined Generating Station 
seniority, or the "List" to choose which openings they would fill. The senior employee 
would choose an opening first, and so forth, until the openings are filled. 
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For NEW HIRES into Production Technician or Support Technician job classifications: 

EXPERIENCE - No > 1 year :> 3 years > 5 yeiilrs > 8 years > 10 yeiilrs 

Related work experience 
Experience directly directly directly directly directly 

related related related related reliilted 
experience experience experience experience experience 

EDUCATION I 

4 yr. degree plus related work Step 2 of Step 3 of Step 4 of Step 5 of Step 6 of Step 6 of 
experience Prod I Prod I Prod I Prod I Prod I Prod I 

Support Support Support Support Support Support 
Tech Tech Technician Technician Technician Technician 

514.69 516.38 $18.07 $19.76 521.45 521.45 

2 yr. related school tech degree Step 2 of Step 2 or Step 2 of Step 3 of Step 3 of Step 4 of 
plus related work experience Prod I Prod I Prod I Prod I Prod I Prod I 

Support Support Support Support Support Support 
Technician Technician Technician Technician Technician Technician 

514.69 $14.69 514.69 516.38 516.38 $18.07 

Some advanced education (1 Not Step 1 of Step 2 of Step 2 of Step 3 of Step 3 of 
year or more), Non-degreed in Qualified Prod I Prod I Prod I Prod/ Prod I 
related courses or degraa in non- Support Support Support Support Support 
related course or 1 year trade Technician Technician Technician Technician Technician 
school degree. 

S13.00 $14.69 S14.69 S16.38 S16.38 

High School Graduate or Not Not Step 1 of Step 2 of Step 2 of Step 3 of 
equivalency (GED, etc.) Qualified Qualified Prod I Prod I Prod/ Prod I 

Support Support Support Support 
Technician Technician Technician Technician 

S13.00 514.69 514.69 516.38 

Directly related work experience =experience In Mechanica~ Electn"caJ, lnslrument & Controls and/or Operations in a 
Generating Station or other irnJustrial facility requiring similar knowledge and abifitles. 

For POWER GENERATION EMPLOYEES selected for Production Technician or Support Technician job 
classification: 

Job offer for the PT or ST job is at the wage rate equal to or at the next higher wage rate of the pay progression. 
They are eligible for six month progressions until reaching the designaled end of a phase at 12, 36. or 60 months. 
Must complete all phase requirements for increase at this point prior to progressing. 

For OTHER COMPANY EMPLOYEES selected for Production Technician or Support Technician Member job 
classification: 

Job offer for the PT or ST job would be based on the above wage guidelines. They are eligible for six month 
progressions until reaching the designated end of a phase at 12, 36. or 60 months. Must complete all phase 
requirements for increase at this point prior to progressing. 



INTERNAL CORRESPONDENCE 

To: Officers, General Managers and Managers 

From: Patrick Gibson 

Subject: MANUAL, CLERICAL AND TECHNICAL JOB CLASSIFICATIONS 

Date: December 29, 2000 

Reply By: CINERGY. 

The purpose of this letter is to amend and update the Walter C. Beckjord letter of 
October 1, 1945, which has served as a preamble to the Cincinnati Gas & Electric 
Company's job classification and evaluation system for Union represented job 
classifications. 

In October 1945, after a careful and comprehensive study of the various kinds of 
work necessary to conduct the business of the Company in a safe, efficient and 
otherwise satisfactory manner, and the requirements of each job involved, the 
Company by agreement with the Unions representing the employees and with the 
approval of the National War Labor Board (Region V), placed into effect a schedule of 
job titles and descriptions for all manual, clerical and technical employees. Wage rate 
schedules were established and made effective in accordance with the Union 
agreements and the approval of the War Labor Board. 

The job descriptions and wage rate schedules were designed to provide a fair 
and equitable means by which all the jobs, within the scope of the plan, being filled by 
manual, clerical and technical employees could be designated with uniformity and 
understanding throughout the Company system. The Company and the duly certified 
exclusive bargaining representatives of the bargaining units agreed to the basis used 
for defining jobs. It became the duty and responsibility of the supervisory force as the 
representatives of management to see that it was applied and maintained in a fair and 
consistent manner. It was also essential that employees clearly understood the duties 
and requirements of the jobs to which they were assigned. While the job descriptions 
were not intended to be all-inclusive, they were intended to cover such typical tasks 
necessary to provide a fair basis for evaluation. 

The job classification and evaluation plan provided: 

1. A set of job descriptions which prescribe typical duties and qualifications; 

2. A set of promotional charts indicating the line of normal promotions in the 
respective departments; 
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3. A set of wage schedules containing maximum wage rates for all jobs and 
steps of progression to arrive at the maximum wage rates; 

In September 1998, a new evaluation system (BOGAR) was implemented to 
evaluate all manual, clerical and technical job classifications represented by the 
International Brotherhood of Electrical Workers, Local 1347; the United Steelworkers of 
America, Locals 12049 and 5541-06; and the Independent Utilities Union. A joint 
union/management committee designed the BOGAR Job Evaluation System. In 
addition to the items listed above, the BOGAR system requires a Job Evaluation 
Questionnaire to be completed and approved for each new or revised job classification. 

JOB DESCRIPTIONS 

Each job description consists of a statement of the nature of work involved in the 
job classification, in sufficient detail to identify the title and content to those familiar with 
the organization; also a statement of the minimum qualifications required to enter the 
job. Each job description is subdivided into two parts, "Duties" and "Qualifications" as 
follows: 

DUTIES 

This section is devoted to a description of the essential duties required in the 
classification itself, considered entirely apart from the individual who may occupy the 
position. A sufficient number of duties are listed to: 

1. Indicate the character and grade of the work; 

2. Indicate the variety of duties; 

3. Distinguish each job classification from another. 

The duties for each job description are those principal duties that are required to 
properly identify and evaluate each of the specific job classifications. These duties are 
not to be considered all-inclusive. Employees may be temporarily assigned, within their 
capabilities, duties of other classifications. When the temporarily assigned duties are 
those of a higher or lower rated job classification the employees should be paid the 
appropriate rate of pay in accordance with the Union agreement. 

This section also indicates, as a general guide, the degree of supervision under 
which the employees are expected to be able to perform their work; that is under 
"Close," "Directive," or "General Directive" supervision. These terms are defined as 
follows: 

1. The term "under close supervision" means that the employees perform only 
those tasks which they have been instructed to do and are observed and 
supervised most of the time while performing them. 
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For example: A helper assisting a mechanic in performing assignments 
would ordinarily be under the "close" supervision of the mechanic. 

2. The term "under directive supervision" means that the employees perform 
primarily those tasks and duties which they have been directed to do and 
then carry out such instructions under observation or checking from time to 
time. 

For example: A mechanic, working under the direction of a supervisor, 
assigned to a section of the work but observed or contacted periodically 
during the day, by the supervisor, would be considered as working under 
"directive" supervision. 

3. The term "under general directive supervision" means that the employees 
under general instructions perform duties independently, but within the 
limitations of standard practices or procedure. 

For example: A Senior Lineperson operating in the field on scheduled 
assignments, in accordance with standard practices and procedures but 
without any supervision while in the field, whose production or 
performance would be the check on activities and quality of work, would 
be considered as working under "general directive" supervision. 

QUALi Fi CATIONS 

In this section of the job descriptions are listed those minimum 
qualifications which the individual is expected to bring to the job. Specifically included 
are such items as basic education, degree of skill, extent of experience, special 
knowledge, and other required qualifications. 

Company Requirements as to General Qualifications 

In addition to the duties and qualifications for each job classification as set 
forth in the job descriptions, each employee must meet the Company's 
requirements as to general qualifications, which include: 

1. The physical and mental abilities to perform the essential functions of 
the job classification, with or without reasonable accommodations; 

2. The willingness to follow instructions and cooperate with other 
employees; 

The Cincinnati Gas & Efccrric Company 

PSI Energy, Inc. 



INTERNAL CORRESPONDENCE ATTACHMENT TS-7(c) 
Page 92 of 137 

3. The willingness to respond to calls outside of regular hours, when the 
need arises and in emergencies, to help in any department or phase of 
the Company's operations in which they are qualified to help; 

4. The willingness to work a shift schedule and irregular hours where the 
nature of the work requires it; 

5. The willingness to direct and instruct or train employees, of a lower job 
rating, assisting on the same work; 

6. If required by assignment to drive automobile or trucks, must hold a 
valid State Bureau of Motor Vehicles Operators' license; 

7. Compliance with the general rules and practices of the Company, with 
specific rules of the department in which they are employed, and with 
those of other departments with which their work must be coordinated; 

8. Thorough familiarity with and strict observance of the Company's 
safety rules applicable to their job; 

9. Have the characteristics of dependability, trustworthiness, and 
carefulness, and have a satisfactory previous record in these respects; 

10. The willingness to submit to physical examinations by a licensed 
physician designated by the Company; 

11. The willingness to supply the necessary employment records 
including, but not limited to, birth certificate, social security number, 
selective service record, military record, character and past 
employment records. 

JOB EVALUATION QUESTIONNAIRE 

Each questionnaire consists of questions related to the six factors used to 
evaluate a job classification under the BOGAR system. One or more employees in a 
job classification represented by the applicable Union must complete and sign one 
questionnaire. A departmental management representative must approve the 
completed questionnaire. The six factors and related sections of the questionnaire are 
as follows: 

Knowledge 

Questions related to the amount of formal and informal education, training and 
experience. 
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Questions related to the amount of responsibility for such things as: Company 
funds; confidential information; safety, training and/or work direction of others; materials 
and equipment; etc. 

Customer Contact 

Questions related to the amount, importance and difficulty of contacts with 
internal and external customers. 

Decision Making and Complexity of Duties 

Questions related to the complexity of the work; the freedom employees have to 
make decisions; and, the impact their decisions may have on the Company. 

Physical/Adverse Characteristics 

Questions related to the amount, duration and frequency of: physical work (e.g., 
lifting, climbing and walking); and, work in adverse conditions (e.g., heat, cold, dust and 
noise). 

Hazards 

Questions related to the inherent dangers in the job which directly expose the 
employee to the possibility of accidents which may result in lost time accidents or death. 

WAGE SCHEDULE 

Starting Rates 

When employees are first assigned to a job classification, they receive the 
starting/minimum rate indicated in the wage schedule for that job, except in cases 
where an employee is already receiving a rate equal to or in excess of the 
starting/minimum rate indicated. In such event when the employee is promoting into 
the job classification, the employee receives an increase as described in the applicable 
Union Agreement, but in no event in excess of the maximum wage rate for the job to 
which the employee is assigned. 

Progression Steps within a Wage Range 

The wage range provides for progression steps leading up to the maximum 
evaluated rate of the job. Job progression steps are designed for the purpose of 
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advancing an employee within the wage range. These progression steps are to be 
used as follows: 

At intervals of six months, the supervisor shall make a review of the employee's 
development and . progress on the assigned job. If progress, measured by 
demonstrated ability and performance, has been satisfactory, the scheduled 
progression step will be made effective on the first Monday following the expiration of 
that particular interval, until the employee's wage rate equals the maximum rate 
specified for the particular job classification. 

When the performance review indicates that the employee has not made 
satisfactory progress in the job and an increase in pay is not warranted the employee is 
to be personally notified by the immediate supervisor that the progression step increase 
is being withheld. The notification must take place at least one month in advance of the 
date for the scheduled progression step. In addition, serious consideration should be 
given as to whether or not the employee should be demoted, transferred or released. 
The Union may request a review of such a decision. Such review is to be made by a 
representative or representatives of the Union and a representative or representatives 
of the Company. 

For new employees the six-month interval will start from the hiring date, and for 
promoted employees, a new series of six-month intervals will start on the date of 
promotion. 

CONCLUSION 

Although this plan is set forth as clearly and explicitly as possible, questions may 
arise as to the intent or interpretation of some provisions. In such event, the matter 
should be discussed with a representative in the Labor Relations department. 

Very Truly Yours, 

Patric~ P. <]i6son 

Patrick P. Gibson 
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CLASSIFICATION: PRODUCTION TECHNICIAN 

A. DUTIES: 

Under directive supervision, on a rotating shift schedule, this position is responsible for the safe and 
efficient operations, mechanical, electrical and instrumentation and controls maintenance of the plant 
generating units, boilers, turbines, and their auxiliary and associated equipment including environmental 
systems and equipment, such duties, including but not limited to: 

1. Ensuring proper startup, operation and maintenance of station boilers. 

2. Ensuring proper startup, operation and maintenance of station turbines and generators. 

3. Ensuring proper startup, operation and maintenance of all associated systems and environmental 
equipment including the remote operation of FGD or other systems. 

4. Operating and maintaining the balance of plant equipment, station switchyards and electrical 
distribution systems. 

5. Inspecting plant equipment, take operational and equipment status readings. 

6. Identify, troubleshot, and correct equipment problems and performing mechanical, electrical and 
instrumentation maintenance activities. 

7. Ensuring proper Lockout Tagout (LOTO) Energy Control procedures are performed as directed. 

8. Completing all log entries and all necessary documentation for work assignments. Communicate 
information as required at shift turnover. 

9. Completing all training and testing requirements of the job. 

10. Direct, train and/or assist others as assigned. 

11. Performing other similar or less skilled work. 

12. Performing overtime work assignments. 

13. Compliance with all environmental, health, and safety (EHS) regulations. 

14. Communicate with others to allow for safe and efficient operation of equipment. 

B. QUALIFICATIONS: 

1. Must meet the Company's requirements as to GENERAL QUALIFICATIONS; in addition: 

2. Must have a High School diploma or equivalent. 

3. Must have three years experience in Industrial Maintenance or Operations. 

4. Must maintain a valid driver's license if required. 

5. Must successfully complete all required job qualification testing. 



CLASSIFICATION: CONTROL ROOM OPERATOR 

A. DUTIES: 
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Under directive supeivision, on a rotating shift schedule, is responsible for the coordination and the 
safe/efficient operations of generating units; operates boilers, turbines and their auxiliary, and 
associated equipment, remotely from a central control room, aided by communication with other plant 
personnel; directs in his duties personnel assigned to the unit; and performs such duties as: 

1. Directing and coordinating shift personnel and activities. In the absence of the shift supeivisor 
authorizes work to be performed including but not limited to authorizing clearances, burning 
permits, etc. 

2. Engaging in the mechanical and electrical switching operations necessary to remove station or 
substation mechanical and electrical equipment from seivice and return it to seivice. 

3. Ensuring proper Lockout Tagout (LOTO) Energy Control procedures are performed as directed. 

4. Inspecting, monitoring, correcting problems, recording critical data and maintaining logs of 
operational parameters and activities. 

5. Participating in training and may be required to direct, train and/or assist others as assigned. 

6. Monitoring operating conditions of equipment for continuous compliance with environmental 
permit limits and design parameters, thus ensuring proper, safe, and economical operation of 
units, and taking proactive corrective steps when such conditions are abnormal. 

7. Performing the necessary tasks to maintain proper operation of steam or gas turbines, including 
their related turbine auxiliary and associated equipment. 

8. Performing the necessary tasks to maintain the desired output of electric generators, 
transformers, busses, transmission lines, oil and air circuit breakers and associated equipment 
including synchronizing and switching operations. 

9. Performing the necessary tasks to maintain proper operation of boilers for fuel, air, water, and 
steam flows, pressures, temperatures, during unit start up, shut down, and steady state operation. 

10. Performing the necessary tasks to maintain proper operation of environmental equipment (i.e., 
FGD Systems, Precipitators, Bag houses, SCR's, SNCR's, and any future equipment, including 
their auxiliary and associated equipment. 

11. Performing the necessary tasks to maintain proper operation of balance of plant equipment, 
including their auxiliary and associated equipment. 

12. Answering trouble calls, identifying the source or root cause of equipment failure, incorrect control 
operations, or other faulty operation of equipment, reporting to the Supeivisor on shift of any 
trouble beyond their scope to rectify. 

13. Initiate corrective action as required and coordinate response to abnormal operating conditions. 

14. Maintaining control room and area in a clean, orderly condition, continuously obseive Company 
safety rules and practices, unit operating permits, and other related procedures prescribed by the 
Company. 

15. Completing all training and testing requirements of the job. 



16. Performing the duties of Production Technician. 

17. Performing other similar or less skilled work. 

18. Performing overtime work assignments. 

19. Compliance with all environmental, health, and safety (EHS) regulations. 

B. QUALIFICATIONS: 
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Must meet the Company's requirements as to GENERAL QUALIFICATIONS; must have all the 
qualifications of a Production Team Member; and, in addition: 

1. Must have at least six (6) years of station operations and/or maintenance experience. 

2. Must have successfully completed all Company defined training and testing requirements and 
demonstrated an aptitude for and ability to successfully perform the duties of a Production 
Technician. 

3. Must be able to demonstrate the ability to perform the duties of this job classification through the 
successful completion of required promotional exams. 

4. Must maintain a valid driver's license if required. 

2 
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June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
I ntemational Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Random Drug and Alcohol Testing 

Dear Mr. Feldhaus: 

JIM O'CONNOR 
Vice President ATTACHMENT TS-7(c) 
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Duke Energy Corporation 
£A505 / 139 East fourth St 
Cincinnati, OH 45202 

513-419-5743 
513-403-4147 cell 
513-419-5313 fax 
jim.o'connor@dukHnergy.com 

During the 2009 negotiation meetings, the Company negotiated the right to implement 
random drug and alcohol testing for employees not currently covered by DOT 
regulations. 

Although .the Company is unsure at the present time when the testing will be 
implemented in the new groups, it is known that roll out will most likely begin with the 
Power Generation group. In any case, the Union and employees will be given no less 
than a 60 calendar day notice prior to the implementation of the random screens in any 
new work group. Employees will receive training on the process prior to 
implementation. It is the Company's intent to administer the random testing program in 
the same manner as it currently is for other ar.eas of the Company. 

The Union was assured that the testing pool for the non-DOT covered testing group will 
be a single pool at an annual test rate of 25%, including all non-DOT covered 
employees represented by the Union from each of departmental areas where the testing 
is implemented. The Company also committed to providing the Union with 550 "quick" 
drug testing kits on a one-time basis after ratification of the new Agreement. 

Nothing in this letter is intended to alter or diminish the Company's right to medically 
evaluate or test employees for cause at any time. It is hoped that the random testing 
across the Company will provide consistency on this issue and help to maintain a safe 
work environment that is free from the effects of substance abuse. 

Very truly yours, 

;;;:::._a·~ 
Jim O'Connor 
VP, Employee & Labor Relations 

60 
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June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local 1347 
International Brotherhood of Electrical Workers, AFL-CIO 

RE: Retirement Plan Agreement 

Dear Mr. Feldhaus: 

JIM O'CONNOR 
Vice PresldentATTACHMENT TS-7(c) 
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Duke Energy Car,ioraUon 
EA506 / l 39 East Fourth St. 
C/nclnnail, OH 45202 

513-419-5743 
513-403-4147 cell 
513-419-5313 fax 
jim.o'connor@duke-energy.com 

During the 2009 contract negotiations, representatives of the Company and Local Union 
1347 of the International Brotherhood of Electrical Workers, AFL-CIO (the "Union") 

· discussed the Company's desire for all employees to move to a common benefits 
program. The following outlines the agreement between the Company and the Union 
for providing employees with options for participation in the Cinergy Corp. Union 
Employees' Retirement Income Plan (the "Retirement Plan") and the Duke Energy 
Retirement Savings Plan for Legacy Cinergy Union Employees (Midwest) (the "Savings 
Plan"). 

Traditional Retirement Program Frozen: 

Participation in the Traditional Program under the Retirement Plan will be frozen as of 
January 1, 2014 for certain employees. In this regard, active employees participating in 
the Traditional Program .immediately prior to January 1, 2014 who have a combined age 
and years of service (i.e., vesting service under the Retirement Plan) ("Points") that 
totals less than 75 as of December 31, 2013 will automatically begin participating, as of 
January 1, 2014, in the "New Duke Retirement Program" under the Retirement Plan, 
which is substantially similar to the cash balance plan formula provided to legacy Duke 
employees and which is described in more detail in the mandatory conversion section 
below. 

Voluntary Conversion Opportunity: 

All active employees in the Traditional Program will be offered a voluntary window in 
2009 to either elect to remain in the Traditional Program or to participate beginning 
January 1, 2010 in the New Duke Retirement Program, as described in the voluntary 
conversion section below. 

Voluntary Conversion to the New Duke Retirement Program: The retirement 
benefits of those who voluntarily elect to move to the New Duke Retirement Program 
during the above-mentioned voluntary window will be as follows: 

www.duke-en61.com 
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Part A Benefit (Part A): The pension plan benefit that employees will earn 
under the Traditional Program will be based on their participation service as of 
the "day before conversion date" and their final average monthly pay (including 
accrued vacation) at retirement (not the date of conversion). This Part A benefit 
will also be payable in a single lump sum, following termination of employment 
which single lump sum will be calculated using actuarial assumptions (i.e., 
interest rate and mortality table) determined in the sole discretion of the 
Company from time to time to the extent permitted by applicable law. For 
informational purposes only, the interest conversion rate currently resets annually 
on January 1 for distributions commencing in that year, based on the applicable 
interest rate published by the IRS for the prior August. In accordance with the 
Pension Protection Act, the interest conversion rate is being transitioned from the 
30-year treasury rate to a three-tiered corporate bond rate. 

AND 
• 

Part B Benefit (Part B): On the "conversion date," employees will start earning 
an additional pension plan benefit through a new formula that "mirrors" the cash 
balance benefit offered under the Duke Energy Retirement Cash Balance Plan. 
For purposes of clarity, such formula does not include "accrued vacation pay" in 
the definition of earnings. 

The formula under the New Duke Retirement Program as of January 1, 2010 will 
be a pay credit equal to a percentage of earnings, which percentage is based on 
an employee's points under the following schedule: 

Points Percentage 

0-35 4% 
35-49 5% 
50-64 6% 
65+ 7% 

If an employee's earnings exceeds the Social Security Wage Base for a year, an 
additional pay credit equal to 4% of earnings above the Social Security Wage 
Base is made. 

For purposes of clarity, years of service under the Retirement Plan (including 
years of service prior to participation in the New Duke Retirement Program) are 
taken into account in determining an employee's points under the New Duke 
Retirement Program. 

The Company matching contributions provided under the Savings Plan for those 
who move to the New Duke Retirement Program will be enhanced to mirror the 
matching contributions provided under the Duke Energy Retirement Savings 
Plan. As a result, employees will be eligible to receive higher matching 
contributions on a broader. definition of pay. The higher amount is a dollar-for-

i 
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dollar match on the first 6% of eligible pay {this includes base, overtime and 
annual incentive pay). 

Mandatory Conversion to the New Retirement Program: 

Mandatory conversion from t~e Traditional Program to a cash balance feature that 
mirrors the cash balance benefit offered under the Duke Energy Retirement Cash 
Balance Plan will be effective January 1, 2014 for employees who do not have 75 
Points or more as of December 31, 2013 and have not voluntarily elected to participate 
in the New Duke Retirement Program. The benefits provided under the mandatory 
conversion will be substantially similar to those described above for a voluntary 
conversion with the following differences: 

a. The final average monthly pay for Retirement Plan purposes will not 
include any compensation (including accrued vacation) received after 
December31, 2013 (i.e., no pay run up). 

b. Employees will not have the ability to choose a lump sum for their Part A 
benefit; only the current Traditional Program annuity options will be 
available for the Part A benefit. 

c. Employees can still grow in to the 85 points earty retirement subsidy for 
the Part A benefit. 

d. Employees will receive the enhanced 401{k) plan matching contribution 
under the Savings Plan, as described above, once they mandatorily 
convert. 

e. "Accrued vacation pay" will be included in the definition of earnings but 
only for purposes of determining an employee's benefit under the cash 
balance formula of the New Duke Retirement Program. 

f. The portion of an employee's benefit that is earned under the Traditional 
Program cannot be distributed before the age of 50. 

For purposes of clarity, active employeeq who have 75 Points or more as of December 
31, 2013 and had elected to remain in the Traditional Program in 2009 will remain in the. 
Traditional Program. 

Employees Currently in the Cash Balance Plans and New Employees: 

Employees who are currently in one of the Cinergy cash balance programs (i.e., 
Balanced or Investor) under the Retirement Plan will automatically transition to the New 
Duke Energy Retirement Program effective on January·1, 2010. For this group, the 
New Duke Retirement Program will include participation in a cash balance pension 
benefit that mirrors the benefits provided under the Duke Energy Retirement Cash 
Balance Plan, and an enhanced 401(k) plan matching contribution under the Savings 
Plan that mirrors the matching contribution provided under the Duke Energy Retirement 
Savings Plan. Employees who are hired prior to the transition date described 
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immediately above will participate 'in an existing cash balance formula under the 
Retirement Plan (i.e., the Balanced or Investor Program) and transfer to the New Duke 
Energy Retirement Program at the transition date In the same manner as other current 
employees. Employees who are hired on or after the transition date described 
immediately above will participate in the New Duke Retirement Program. 

Profit Sharing and Incentive Matching Contributions 

Once an employee is covered by the New Duke Retirement Program, he or she will no 
longer be entitled to profit sharing contributions (if they were previously in the Balanced 
or Investor Program) or incentive matching contrtbutions (if they were previously in the 
Traditional Program). If an employee moves to the New Duke Retirement Program 
other than on the first day of. a calendar year, he or she will not be eligible for an 
incentive matching contribution but will be eligible for a pro-rated profit shartng 
contribution (if otherwise earned) for that calendar year. 

Retirement Plan and Savings Plan 

This agreement outlines certain benefits to be provided to employees represented by 
the Union. This agreement shall not be construed as limiting or restricting the right of 
the Company as to the manner of providing such benefits, including the right to amend, i . 
modify or merge the Retirement Plan and/or Savings Plan. , 

Very truly yours, 

;t:o~ 
Jim O'Connor 
VP, Employee & Labor Relations 
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April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Amendment to A-61 "Retirement Plan Agreemenf' Letter 

Dear Mr. Reilly: 

During the 2014 negotiations, the Company and the Union discussed changes to the 
Company's retirement programs. This letter sets forth the changes that were agreed to by the 
Company and the Union. 

Retirement Benefits for New Hires 

For employees hired or rehired on or after January 1, 2015, the Company will provide an annual 
contribution to the Duke Energy Retirement Savings Plan ("ASP") in the amount of 4% of the 
employee's annual compensation (including base, overtime, and incentive compensation) in 
accordance with the RSP plan documents. Such newly hired or rehired employees also will be 
eligible for the Company-provided matching contribution equal to 100% of the before-tax (and 
Roth) contributions made up to 6% of eligible pay in accordance with the ASP plan documents 
on the same basis as employees hired prior to January 1, 2015. Employees hired or rehired on 
or after January 1, 2015 will not be eligible to participate in the Cinergy Corp. Union Employees' 
Retirement Income Plan (the "Pension Plan"). 

Cash Balance Interest Credit 

The cash balance interest credit rate under the Pension Plan for pay credits made on and after 
January 1, 2015 will be based on a 4% interest rate (0.327% monthly equivalent interest rate). 
For purposes of clarity, the cash balance interest credit rate applies to cash balance participants 
and the .Part B benefit for participants who have a Part A (traditional) and Part B (cash balance) 
pension plan benefit. The Part A (traditional) portion of the participant's benefit will not be 
affected by this change. 

Pension Plan Benefit for Long-Term Disability 

A participant who starts receiving long-term disability benefits on or after July 1, 2015 will 
receive interest credits under the Pension Plan's cash balance formula while disabled, but will 
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not receive pay credits while on LTD, in accordance with the Pension Plan documents. This 
change will not apply for any individual who starts receiving long-term disability benefits before 
July 1, 2015, or participates under the traditional formula, or for the Part A benefit for 
participants who have a Part A (traditional) and Part B (cash balance) pension plan benefit. 

The complete provisions of the Company's retirement plans are set forth in the plan documents. 
In the event of a conflict between any other communication and the plan documents 
themselves, the plan documents control. 

It is thought that this letter accurately describes the agreement reached by the parties regarding 
amendments to Sidebar Letter A-61 relating to retirement plan agreements. 

Sincerely, 

~·(}6,vb 
J~\~Alvaro 
Director, Labor Relations 
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REVISIONS TO THE SABBATICAL VACATION BANK AND VACATION 
CREDITS PROGRAMS FOR IBEW 1347 EMPLOYEES 

Effective January 1, 2010, the Vacation Bank and Vacation Credit Programs will be phased out 
over a 4 year period ending on December 31, 2013. 

The Changes: 
Sabbatical Vacation Program !Employee Banked Time): 
• The sabbatical banking program will be eliminated for employees who are younger than 47 

years old as of December 31, 2009. 
• Employees who are 47 years old or older as of December 31, 2009 will be eligible to continue 

banking vacation until 12/31/2013, up to the limits described on the schedule below. 
• Employees who have already banked more than the maximum amount of vacation based on 

the schedule below (including any vacation and service credits) cannot bank more after 
12/31/2009, but will be grandfathered with the amount they have banked. 

• No additional banking will be permitted after 12/31/2013. The last opportunity to bank 
vacation will be in December 2013. 

• Banked vacation will be paid out at the final rate of pay at retirement. 
Vacation Credit Program: 
• Employees. will be eligible to receive one week of vacation credit each year beginning at age 

51, up to their annual vacation entiUement A maximum of 240 hours will be awarded. 
• Employees who are at least 51 years old as of 12/31/2013 will continue to receive vacation 

credits up to the lesser of their annual vacation entitlement or the schedule below. 
• The vacation credit program will be modified for employees who are younger than 51 years 

old as of December 31, 2013. Those employees "only" hired prior to January 1, 1997 will 
receive their vacation credits up to the amount of vacation time they were eligible for as of 
January 1, 2005. 

• Vacation credits will be paid out at the flnal rate of pay at retirement 
Service Credit Program: 
• Employees will continue to receive one week of "service credif' added to their vacation bank 

in years 32 and 33 of employment in lieu of time off until December 31, 2013. Effective 
January 1, 2014, employees will be granted a 6th week of vacation time off during their 32"" 
and 33"' year of employment in lieu of a week of service credit. 

• An employee who has already reached their maximum of vacation bank before January 1, 
2014 will receive their 6th week of vacation as "time-off" in lieu of a service credit in years 32 
and 33 of employment 

• Service credits will be paid out at the final rate of pay at retirement 

The Schedule: 
Age as of 12131/2009 

__.//'Ji L__ 

_/;.,.,~ 
Jim O'Connor 

June 15, 2009 

47 
48 
49 
50 
51 
52 
53 
54 
55 

56+ 

Maximum Banked Vacation 
Weeks (including vacation and 

service credits I 
10 
10 
10 
12 
14 
16 
18 
20 
22 
22 

62 
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June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

RE: Health Care Benefits 

Dear Mr. Feldhaus: 

JIM O'CONNMTACHMENT TS-7(c) 
Vice President Page I06 of 137 
Labor Relations 

Duke Energy Corporation 
EA506 / l 39 East Fourth Sf. 
Cincinnati, OH 45202 

513·419-5743 
513-403·4147 cell 
513-419-5313 fax 
jfm.o'connor@duke-energy.com 

During the 2009 contract negotiations, representatives of the Company and the 
IBEW Local #1347 (the "Union") discussed the cost of providing health care 
benefits to the employees. The Company and the Union agreed to the terms set 
forth below for the specially negotiated EPO Plan design to be 
provided to the employees duririg the term of the 2009 - 2014 Agreement, and 
for other enterprise plans to be made available to employees at the Company's 
discretion. 

Specially Negotiated EPO Plan 

1. From January 1, 2010 through December 31, 2014, the Union members 
will have access to the specially negotiated medical coverage options set 
forth in the attached Exhibit "A" ("!BEW 1347 2010 to 2014 Enhanced EPO 
Plan Design"). This Medical coverage will be provided pursuant to the 
terms of the Duke Energy Medical Plan, with benefit levels no less 
favorable than those outlined in Exhibit "A," attached hereto. 

2. From January 1, 2010 through December 31, 2010 the Union members 
will be provided a subsidy equal to 83% of the premium (calculated 
using standard actuarial procedures) applicable to the Medical coverage 
of the Union members and their eligible dependents. From January 1, 
2010 through December 31, 2010, the Union members will pay 17% of 
the premium (calculated using standard actuarial procedures) applicable 
to the Medical coverage of the Union members and their eligible 
dependents. 

3. From January 1, 2011 through December 31, 2011, the Union members 
will be provided a subsidy equal to 81 % of the premium (calculated using 
standard actuarial procedures) applicable to the Medical coverage of the 
Union members and their eligible dependents. From January 1, 2011 
through December 31, 2011, the Union members will pay 19% of the 
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premium (calculated using standard actuarial procedures) applicable to 
the Medical coverage of the Union members and their eligible dependents. 

4. From January 1, 2012 through December 31, 2012, the Union members 
will be provided a subsidy equal to 79% of the premium (calculated 
using standard actuarial procedures) applicable to the Medical coverage 
of the Union members and their eligible dependents. From January 1, 
2012 through December 31, 2012, the Union members will pay 21% of 
the premium (calculated using standard actuarial procedures) applicable 
to the Medical coverage of the Union members and their eligible 
dependents. 

5. From January 1, 2013 through December 31, 2013, the Union members 
will be provided a subsidy equal to 77% of the premium (calculated 
using standard actuarial procedures) applicable to the Medical coverage 
of the Union members and their eligible dependents. From January 1, 
2013 through December 31, 2013, the Union members will pay 23% of 
the premium (calculated using standard actuarial procedures) applicable 
to the Medical coverage of the Union members and their eligible 
dependents. 

6. From January 1, 2014 through December 31, 2014, the Union members 
will be provided a subsidy equal to 75% of the premium (calculated 
using standard actuarial procedures) applicable to the Medical coverage 
of the Union members and their eligible dependents. From January 1, 
2014 through December 31, 2014, the Union members will pay 25% of 
the premium (calculated using standard actuarial procedures) applicable 
to the Medical coverage of the Union members and their eligible 
dependents. · 

Very truly yours, 

£0~ 
Jim O'Connor 
VP, Employee & Labor Relations 

Attachment 



PROPOSED 

Plan Type 

Plan Name 

Q:ol!!i!.!Ci!!!!C! Pors;1n1ago 
fatter dadudlblo or copay): 

In-Network 

out-of-Network (subject to 
reaaonable & customary 
charge•) 

~nnual [H!ducUblg: 

ln-Networt 

Out-of-Netwolk 

Ql&Q[£ocke! Ml~lmm:n: 
In-Network 

Out-of-Network 

Lifetime Cover1q• Limit: 

E:tlm!rt: Qoi;;1o( Qffis;• Vi•il: 

Jn-Netwolk 

Out-of-Natwortc 

IBEW 1347 
2010 - 2014 Enhanced EPO Plan De~ign 

Notto Exceed In 2010 Not to Exceed in 2011 
Exclusive Provider Exclusive Provider 

Organization Organization 

ENHANCED EPO OPTION ENHANCED EPO OPTION 

100% 100% 

N/A NIA 

$-0 $0 

NIA NIA 

$0 lndMduoil; $0 Family $0 Individual: SO FamUy 

NIA NIA 

Limit does not apply Umlt does not apply 

$35 copay $35 copay 

NIA NIA 

Not to Exceed In 2012 
Exclusive Provider 

Organization 
ENHANCED EPO 

OPTION 

100% 

N/A 

$0 

NIA 

$0 lnd!vJdua!; $0 Family 

NIA 

limit does not apply 

$45 copay 

NIA 

A IT ACHt\fENT TS-7(c) 
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Spte!allft OHlct \O&tt. ·­°"""'""-

OytpatJtni Sym1ry: 

ln-Hetwork 

Out-of-MtNi'CM1c 

Oytpalitnt X:fllv: ·-
Hotp!tal Q"W ·-out of 1l1twoltt 

Emergency n90m (not 
fol&owtsl by tdm!pJonl: 

IBEW1347 
2010- 2014 Enhanced EPO Plan Design 

$46cq>oy 

NIA. 

~copay. MRI, CAT, trXS PET 
ICa!W; 100% C01eRJc1 • al OUllV X• .. ,-. 
NIA 

$100 copay; Oclplly waWed II' ........ 

"'"­NIA 

$0 copay. MRI. CAT, and PET 
ac:llll; 1004llli cavllnd • .i1 ol.het x­
niyMrVtcea 

NIA 

$300 oopay per adrnlnlon 

NIA 

$100 copay; COP9Y waived 1r --

$75 copsy 

NIA 

$0 c:op1y: MRI, CAT, and PET 
ICa!W; 100% covered • all other 
X-lBy tmvlc:M ' 

NIA 

$350 copay per admlulon 

NIA 

ATIACHMENTTS-7(c) 
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Otrt-of-Network 

UrgMlt Cara Cllnlc Visit: 

ln-Notwork 

Out-of-Network 

Prescdot!on prugs: 

RotaJI annual doductlblo 
{In- and Out-of..ffetwork) 

Retail g11narlc 

Reta!! formul;i_ry brand* 

Rettll nonformuliuy br.:and 

Mall order generic 

Man order formulery brand* 

M01il order nonformul11ry 
br.and 

N/A 

$65 

N/A 

NIA 

$15 

$30 

$60 

$36 

$75 

$150 

A CoJnsurance app/lfls to ch11rges In oxcaas of Iha 
copay 

IBEW1347 
2010 - 2014 Enhanced EPO Plan Design 

NIA 

$65 

NIA 

N/A 

$15 

$30 •' 
$60 

$38 

$75 

$150 

"If INand Is putchased when g•nerfc Is avall•bfc, brand copay plus cedl di«CfOtlce botween bnJnd and generic drug 

N/A 

$75 

NIA 

N/A 

$20 

$40 

$60 

$50 

$100 

$200 

A IT ACH!\IENT TS-7{c) 
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PROPOSED 

Plan Type 
Plan Nama 

Coinsurance Psrcantpga 
{after dtductlblo or copay): 

In-Network 

Out-of-Network (subject to 
1'1Jasonable & customary 
ehargos) 

Anny11! Qedyct!blo: 

ln•Natwork 

Out-of-Network 

Out-of-Pocket Maximum: 

In-Network 

Dul-of-Network 

Lifetime CovM11gq Limit: 

Prlm;arv poctor Ortic& Visit: 

In-Network 

IBEW 1347 
2010-2014 Enhanced EPO Plan Design 

Not to Exceed in 2013 
Exdusive Provider 

OrganlzaUon 
ENHl\NCED EPO OPTION 

100% 

NIA 

$0 

N/A 

SO rndlvldual; $0 Famt!y 

NIA 

Llmlt does not apply 

$45 copay. 

Not to Exceed in 2014 
Exclusive Provider 

Organization 
ENHANCED EPO OPTION 

100% 

NIA 

$0 

N/A 

$0 Individual; .SO Family 

N/A 

Limit does not apply 

SSS copay 

ATIACHJ\'IENT TS-7(c) 
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SP'slaM•I Offtct Ylttt: 

OytmUtot lyrqtry: 

rn-KdwOl'll' 

out-<of.-

Hffpttal Cqptr-; 

ln-

0111-of-Nmtwortc 

~cy Rgqn <not 
rofklwtd by •dmttgton>: 

IBEW1347 
2010 - 2014 Enhanced EPO Plan Design 

NIA 

S55copoy 

NIA 

$7&.,,..y 

NIA 

$0 copll)'j MRI, CA.T,•nd PET 
Kans; 1CXJ'.lli. COWlf9d ·•I oiler x-

""""""* 
NIA 

$350 copay per ldmlNlon 

NIA 

NIA 

$65-
NIA 

$a5c:cpoy 

NIA 

$0cop11y; MRI, CAT, and PET 
sc.na.; 100% CCMtfed - all Olh•r x­.., ...-
NIA 

$400 cop1.y par admlsalon 

NIA 

A 1T ACHMENT TS-7(c) 
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IBEW 1347 
2010 - 2014 Enhanced EPO Plan Design 

In-Network 

Out-of-Network 

Urgent Care Cllnlc Visit: 

In-Network 

Out-of4 Network 

ProscrlpHon Drugs: 

Retail annual deductible 
(In· and Out-of-Network) 

Retall generic 

Retail farmulary brand• 

Retail nonfannulary brand 

Mall order goner'lc 

Mall order formulary brand .. 

Mall order nonformulary 
bnand 

$150 copay; copay waived If 
admitted 
NIA 

$75 

NIA 

NIA 

$20 

$40 

$80 

$50 

$100 

$200 

" Coinsurance 11pplln to ch•rfl'I• In oxcess of th• 
copay 

$150 copay; copay waived If 
admitted 
NIA 

$1!5 

NIA 

NIA 

$25 

$45 

$90 

$63 

$113 

$225 

"'If band Is purc//1sed whon genor1c Is •V•ll•ble, band co~y pf us cost difference between brand and generic drug 
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June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Short Term Disability Issues 

Dear Mr. Feldhaus: 

JIM O'CONNOR 
. Vice President\TTACHMENT TS-7(c) 

Labar Re/aUons Page 114of137 

Duke Energy C-Orporallo"n 
EAS06 ! l39 East Fourth St. 
Cincinnati, OH 45202 

513-419-5743 
513·403-4147 cell 
513-419-5313 fa< 
jim.o'connor@duke-ener~.com 

During the 2009 negotiation meetings, the Union expressed concern about delays that 
have occurred and delayed pay of employees who have attempted to gain approval for 
Short Tenn Disability (STD) benefits. 

The Union was assured that in situations where employees experience administrative 
delay in the approval process for initiating or extending STD pay, they may request use 
of available vacation pay and/or personal days to avoid the temporary loss of pay due to 
the delay. The requests are subject to management approval, but under normal 
circumstances they will be granted. When the Company's third party administrator 
approves STD retroactively, the pay coding for those days will be amended to reflect the 
payment of STD and the vacation and/or personal day hours will be added back to the 
employee's total amount of unused days for that calendar year. 

It was also agreed that after the conclusion of the 2009 negotiations the Company 
would make arrangements for the union leadership to meet with company 
representatives and a representative from the third party administrator of STD, to 
explore how improved understanding of the process and better communication may 

. help to prevent unnecessary delays to STD approval in future cases. 

Very truly yours, 

~£!)~ 
Jim O'Connor 
VP, Employee & Labor Relations 
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June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Partial Day Vacations & Vacation Carryover 

Dear Mr. Feldhaus: 

JIM O'CONNOR 
Vice PresidentA TT ACHMENT TS-7( c) 
Lab-Or RelaUons Page 115 of 137 

Duke Energy Corparation 
£A506 I 139 East Fourth St. 
Cincinnati, OH 45202 

513-419-5743 
513-403-4147 cell 
513-419-5313 fax 
jim.o'connot@duke-energy.com 

. During the 2009 negotiation meetings, the committees for the Company and the Union 
discussed the use of vacation in less than whole day increments and vacation 
carryover. 

The Company agreed that for the term of the 2009 - 2014 Agreement, department 
managers will review their individual work groups and where it will not disrupt normal 
operations, at their discretion, permit requests for partial day vacations in increments o( 
one-half the employee's scheduled work day. However, use of the half-days is limited 
to one whole day (two half-days) per calendar year for use either at the start or end of 
the work day. It was further agreed that requests for these partial days must be made 
at least five calendar days prior to the date requested and must be approved by 
supervision. However, because of extenuating circumstances, a partial day off with less 

. than a five calendar day notification may be approved by an employee's supervisor. 

It was also agreed that henceforth employees entitled to a vacation may carryover up to 
a maximum of 80 hours of vacation into the next year. The amount of carryover 
vacation available in any calendar year may not exceed the 80 hour maximum. Use of 
vacation carried over may be taken any time during the following calendar year, subject 
to approval by supervision and the terms outlined in the Agreement for vacation use. 

Very truly yours, 

~o~ 
Jim O'Connor 
VP, Employee & Labor Relations 
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June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Union Employee Incentive Plan (UEIP) 

Dear Mr. Feldhaus: 

JIM O'CONNOR 
. Vice Preside~TTACHMENT TS-7(c) 

Labor Relations Page 116of137 

Duke Energy Corporation 
EA506 I 139 East Fourth Sl 
Cincinnati, OH 45202 

513-419-5743 
513-403-4147 cell 
513-419-5313 fax 
jim.o'connor@duke-energy.com 

During the 2009 negotiations, the parties discussed additional incentive pay 
opportunities for employees represented by IBEW 1347 in conjunction with the 
transition to the New Retirement Program, and agreed that, during the term of 
the 2009 through 2014 Agreement, the following shall apply: 

1. All employees who volunteer or are mandatorily converted to the 
New Retirement Program under the Cinergy Corp. Union Employees' Retirement 
Income Plan (the "RIP") will have an annual incentive opportunity with a 5% 
maximum (2% minimum, 3% target, 5% maximum) payout level. 

2. All employees who participate in the Traditional Program under the 
RIP will continue to have their current annual incentive opportunity with a 2% 
maximum (1.0% minimum, 1.5% target, 2% maximum) payout level. 

Very truly yours, 

~a~ 
Jim O'Connor 
VP, Employee & Labor Relations 
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April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Overtime Guidelines 

Dear Mr. Reilly: 

During the 2014 negotiation meetings, the committees for the Company and the Union 
discussed the following process for contacting employees in Distribution Construction & 
Maintenance (Overhead and Underground, excluding Electric Trouble), Transmission Lines and 
Brecon Heavy Equipment, for call-out overtime and for evaluating overtime responsiveness. 

Upon ratification of the 2014 - 2017 Agreement at all headquarters where each of these groups 
works, when a call-out is required management will contact employees at the appropriate 
headquarters and will document the call and the response. The size of the crew will be the 
determination of management. 

Call-out Responsiveness Rate 

The call-out responsiveness rate expectation for the above referenced work groups shall be 
reviewed quarterly. It is expected that an average response rate of 25% be maintained by each 
employee, which shall be calculated based on the cumulative responses during the rolling 
twelve-month period. 

Employees at Brecon Heavy Equipment will be expected to meet the 25% responsiveness rate 
by April 1, 2015. By way of example, the first response rate calculation on or about April 1, 
2015 will encompass the 12 month period beginning on April 1, 2014 and ending on March 31, 
2015. 

Thereafter, perlormance in this area will be reviewed on a quarterly basis, based on the rolling 
12 month period described above, with the expectation that the 25% responsiveness rate will be 
met continuously. 

Call-out Responsiveness Measures 

• Employees will provide the Company with contact information. 
• Employees will be contacted, via contact information they provide, to report for after­

hours job assignments. 

www.duke·energy.com 
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• Employees will be contacted in order based on low unscheduled hours. 
• Employees that accept or decline the work assignment will be credited a "response" or a 

"non-response" as appropriate. 
• Any overtime worked for the Trouble Desk will be considered unscheduled overtime, 

except the following: 
o When holding all crews at the end of the day, employees will not receive a 

response or a non-response. 
o An employee working for the Trouble Desk during regular working hours 

(including lunch) will not be credited with a response or a non-response. 
• During significant events within the Duke Energy Service Territory, an employee will only 

receive a maximum of one response or non-response as appropriate, for the duration of 
the event. 

• The call-out responsiveness rating will be calculated on actual call-outs and responses 
to those call-outs based on the above criteria. The minimum of eight call-outs shall 
remain in effect for the calculation of the overtime responsiveness rate. 

• Employees who were under the 25% response rate in the previous review period will not 
be negatively impacted if, during the subsequent review period, they were not requested 
to work overtime during that review period. 

• Employee(s) that have been unavailable for call-out due to STD or Workers 
Compensation that do not have the minimum eight call-outs and 9 months of full duty will 
not have response calculations until they meet both requirements. The 9 months of full 
duty availability do not have to be consecutive months. 

• Any overtime not associated with the Trouble Desk will be considered "scheduled" 
overtime. 

• Employees will be eligible to receive an incentive award based on a call-out response 
rate to be determined. 

Corrective Action 

Employees failing to meet the above described call-out responsiveness rate expectations will be 
subject to progressive corrective action beginning with an oral warning. Any particular 
corrective action will remain in effect and subject to further corrective action, until the employee 
has met the call-out responsiveness rate expectations in four consecutive quarterly reviews 
after that action. 

Based on the foregoing, this letter supersedes any prior letters or agreements among the 
parties relating to this matter. It is thought that the above adequately describes the parties 
agreement on this matter. 

Sincerely, 

(}6\D 
aro 
r, Labor Relations 
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April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Temporary Assignments at Other Locations 

Dear Mr. Reilly: 

During the 2014 negotiations, the parties discussed temporary assignments by maintenance 
employees within Midwest Commercial Generation and Regulated Generation. 

When it is necessary to temporarily assign a Hoist Operator, Material Services Team Member, 
Maintenance Services Team Member, a Maintenance Technician, a Maintenance Journeyman, 
or a Maintenance Apprentice to a generating facility other than their regular headquarters, the 
Company will make the assignment in accordance with Article V, Section 9 of the Collective 
Bargaining Agreement. For employees in the above mentioned classifications who receive less 
than a twenty-four hour notice of a temporary change in location, the Company will provide 
premium pay for all straight time hours the employee actually works at the new location, up to 
twenty-four hours after the notice was provided. To prevent stacking of benefits, such premium 
pay will not be provided when employees already are receiving overtime compensation for 
hours worked at the new location. No notice is required when the above referenced employees 
are returning to their regular headquarters. 

The administration of this provision in no manner restricts the right of the Company to have an 
employee report to another location or facility temporarily once they have reported to work at 
their regular headquarters. In this case, no premium will be paid when the employee begins and 
ends their regularly scheduled shift at their assigned headquarters 

It is thought that this letter accurately describes the parties' agreement relating to a temporary 
change in reporting location. 

Sincerely, 

·~W 
Alvaro 
r, Labor Relations 

www.duke-energy.com 
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April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
41 00 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Retirement Savings Plan Changes for Traditional Pension Plan Participants 

Dear Mr. Reilly: 

During the 2014 negotiations, the Company and the Union discussed the benefits provided to 
traditional plan participants under the Duke Energy Retirement Savings Plan ("ASP"). This 
letter sets forth the related changes that were agreed to by the Company and the Union during 
the 2014 negotiations. 

Matching Contribution 

The Company agreed that, effective January 1, 2015, the matching contribution formula 
applicable under the ASP for traditional pension plan participants will change to the following: 
Each pay period, the Company will match 100% of each eligible traditional plan participant's 
before-tax and/or Roth contributions (excluding "catch-up' contributions) contributed to the ASP 
for the pay period for up to 4% of his/her eligible pay, plus 50% of the eligible traditional plan 
participant's before-tax and/or Roth contributions (excluding "catch-up' contributions) 
contributed to the ASP for the pay period for up to the next 1 % of his/her eligible pay. For 
purposes of clarity, traditional plan participants will not be eligible to receive incentive matching 
contributions for periods after the 2014 plan year. 

Compensation 

The Company agreed that, effective January 1, 2015, the definition of eligible pay for purposes 
of determining the amount of traditional plan participants' before-tax, after-tax and/or Roth 
contributions (including "catch-up contributions) under the ASP will be expanded to include 
incentive pay, as well as base pay, unused vacation pay (when paid) and overtime pay, which 
are currently included in eligible pay. For purposes of clarity, there will be no change to the 
definition of eligible pay used to determine the amount of Company matching contributions 
made on behalf of the traditional plan participants under the ASP, which definition only includes 
base pay and unused vacation pay (when paid). 

It is thought that this Jetter accurately describes the agreement reached by the parties regarding 
the ASP. 

www.duke-energy.com 
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~~ 
Director, Labor Relations 
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April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Safety Shoe Policy 

Mr. Reilly: 

During the 2014 negotiations, the Company and the Union discussed the new Safety Shoe 
Policy describing appropriate footwear to be worn by employees in certain departments as 
referenced in this letter. 

To facilitate compliance, the Company will provide an initial reimbursement for existing 
employees and subsequent new hires as described below for employees to purchase two (2) 
pairs of boots that meet the requirements for their position. 

1. The Company will reimburse employees in Transmission C&M and Distribution C&M for 
reasonable expenses associated with the initial purchase of two pairs of boots. 

2. The Company will provide reimbursement not to exceed $300 for the initial boot 
purchase for employees in Fleet Services, Supply Chain, and Metering Services. 

3. Employees will not be eligible for this initial reimbursement if they were previously 
provided reimbursement by the Company for two pairs of compliant boots to ensure that 
there is no duplication or stacking of benefits for this purpose. 

Going forward, employees in the above referenced groups, will be eligible to receive 
reimbursement not to exceed $300 every two years for the purpose of replacing worn boots. 
Employees are expected to manage their boot allowance as they deem best. provided that 
reimbursement will not exceed $300 every two years. 

Employees are expected to purchase footwear from a vendor of their choosing that meets the 
requirements for the type of work they are required to perform in compliance with departmental 
requirements. Employees are required to wear compliant footwear at all times when they are 
working. Individual business units may choose to implement variations of the policy with 
respect to specific shoe requirements based on the work environment in that department and 
reimbursement approach. 

WWW.duke-energy.com 
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Prior to any reimbursement, employees are required to provide a copy of the receipt and also 
proof that the boots meet the departmental standards. It is the Company's expectation that this 
reimbursement will be sufficient for employees to maintain protective footwear for work 
purposes. Employees who experience legitimate damage to their boots related to work 
activities, as determined by Management, should contact their supervisor to make 
arrangements for replacement. 

It is expected that impacted employees will be in compliance with the Company's new Safety 
Shoe Policy by July 1, 2014. 

Sincerely, 

-~ 
Alvaro 

or, Labor Relations 
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April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 134 7 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Midwest Commercial Generation Apprentice Program 

Dear Mr. Reilly: 

During the 2014 negotiations, the parties discussed establishing an apprenticeship program within 
Midwest Commercial Generation. As a result of these discussions, the parties agree to the establishment 
of new job classifications for the Maintenance, Condition Based Maintenance, and Laboratory lines of 
progression as set forth below. 

Maintenance Progression 

The Maintenance progression will consist of the Maintenance Journeymen, Maintenance Apprentice and 
the Maintenance Trainee classifications under the following terms: 

Job Classification 
Maximum 03/31/14 Comments 

Waae Level Hourlv Rate 
Eligible for General Wage Increase 

Maintenance Journeymen Level21 $35.15 
(GWI) 
Eligible for the normal merit 
progression 

Maintenance Apprentice Level 16 $31.20 Five year program 
Eligible for GWI 
Eligible for merit increases every six 
months (consisting of the maximum 
wage rate minus the minimum wage 
rate, divided bv tenl 

Maintenance Trainee $22.24 Probationary Wage Rate 
Ineligible for increases 

The wage rate for the Maintenance Trainee is a probationary wage rate, and is not eligible for any merit 
increases or the General Wage Increase. Maintenance Trainees successfully completing their 
probationary period and all training requirements established by the Company will promote automatically 
to the Maintenance Apprentice classification. Maintenance Apprentices successfully completing the five 
year program established by the Company, including all educational requirements, will promote 
automatically to the Maintenance Journeymen classification. Failure to complete the program successfully 
within the required time frame may result in termination. 
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Existing Maintenance Seivices Team Members will be reclassified as Maintenance Journeymen, effective 
March 31, 2014. Since the wage level is the same for these positions, those employees reclassified as 
Maintenance Journeymen will have no pay impact. 
Existing Production Team Members currently assigned to the Resource Group (Support Team) will be 
given a one-time choice to be either (1) reclassified as Auxiliary Operators with the grandfathering of pay 
or; (2) reclassified as a Maintenance Journeyman with pay no higher than the maximum pay of Wage 
Level 21. Production Technicians currently assigned to the Resource Group will be reclassified as 
Maintenance Journeyman. The wage level for Production Technicians and Maintenance Journeyman are 
the same, therefore no pay impact. 

All reclassified employees are exempt from the educational requirements of the Maintenance 
Journeymen classification but will be required to acquire Continuing Educational Units (CEU) on an 
annual basis as determined by the Company. 

A lead role, Maintenance Leadperson, also is being established. The primary purpose of this role is to 
support maintenance type activities at MCG generating facilities. Employees selected by the Company to 
fulfill this role will receive the Leadperson premium as outlined in Sidebar Letter A-52. While seiving in 
this capacity, personnel in bargaining unit job classifications are responsible for addressing and 
coordinating all matters relative to their assigned job sites. Persons in this role also instruct other 
employees at the job site in addition to performing their regular duties. 

Condition-Based Maintenance Progression 

The Condition Based Maintenance progression will consist of the Performance Team Lead, Performance 
Technician, and Assistant Performance Technician job classifications. 

Job Classification Maximum 03/31/14 Comments 
Wac:ie Level Hourly Rate 

Eligible for GWI 
Performance Team Lead Level26 $37.00 Eligible for normal merit 

oroaression 
Performance Technician Level20 $34.62 Eligible for GWI 

Eligible for normal merit 
proaression 

Assistant Performance Level 11 $27.82 Eligible for GWI 
Technician Four year program. 

Entry wage rate equal to the 
maximum of Wage Level 5. 
Step Progression over three year 
period. 
12 Months - Max Wage Level 7 
24 Months - Max Wage Level 9 
36 Months - Max Waae Level 11 

Assistant Performance Technicians successfully completing the four year program established by the 
Company, including all educational and professional requirements, will promote automatically to the 
Performance Technician classification. Failure to complete the program within the required time frame 
may result in termination. 

Existing employees in the Assistant Performance Technician, Performance Technician, and Performance 
Team Lead will be placed in the revised job classifications with no impact to pay. Furthermore, all 
reclassffied employees are exempt from the educational requirements of the revised job classifications, 
but will be required to acquire Continuing Educational Units (CEU) on an annual basis as determined by 
the Company. 
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Incumbent employees in the Assistant Performance Technician will not be required to promote to 
Performance Technician. However, in order to qualify for a promotion, the educational requirements that 
are in effect as of March 31, 2014 for Performance Technician must be met. 

Laboratory Progression 

The Laboratory Section progression will consist of the Laboratory Technician and Assistant Lab 
Technician job classifications. 

Job Classification 
Maximum 03/31/14 Comments 

Waae Level Hourlv Rate 
Eligible for GWI 

Laboratory Technician Level20 $34.62 Eligible for normal merit 
proqression 

Assistant Lab Technician Level 13 $28.58 Eligible for GWI 
Four year program. 
Entry wage rate equal to the 
maximum of Wage Level 5. 
Step Progression over three year 
period. 
12 Months - Max Wage Level 7 
24 Months - Max Wage Level 1 0 
36 Months - Max Waae Level 13 

Assistant Laboratory Technicians successfully completing the four year program, including all educational 
and professional requirements, will promote automatically to the Laboratory Technician classification. 
Failure to complete the program within the required time frame may result in termination. 

Existing employees in the Laboratory I Technician classification will be reclassified as Laboratory 
Technicians with no impact to pay. Incumbent Laboratory II Technicians will be placed in Assistant 
Laboratory Technician classification with no impact to pay. Furthermore, all reclassified employees are 
exempt from the educational requirements of the new job classifications but will be required to acquire 
Continuing Educational Units (CEU) on an annual basis as determined by the Company. 

Incumbent employees in the Laboratory II Technician that are reclassified will not be required to promote 
to Laboratory Technician. However, in order to qualify for a promotion, the educational requirements that 
are in effect for the Laboratory I Technician as of March 31, 2014 must be met. The sole Laboratory 
Section Helper will be grandfathered in his existing class~ication. 

All incumbent employees in job progressions referenced in this letter will be assessed by the Company to 
determine if there are any skill gaps for the position to which they have been reclassified or 
grandfathered. Based on this assessment, each employee will be expected to close any identified gaps 
within a timeframe determined by the Company. This timeframe may vary by employee based on the 
employee's individualized training plan. Failure to become fully proficient may result in corrective action 
up to and including discharge and/or demotion to a position for which the employee is qualffied. In the 
event of a demotion, the employee's rate of pay will be reduced to the maximum rate of pay to the 
reclassified position in which he or she is placed. 
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It is thought that this letter accurately describes the parties' agreement relating to the Midwest 
Commercial Generation Apprenticeship Program. 

Sinc~erel~~ 

. Alvaro 
r, Labor Relations 



"~"'DUKE 
,,~' ENERGY. 

Duke Energy 
A Tl M1HMEOCFtffStfl(§I 

CinciRap, DB otaa:r 

April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Production Team Restructuring 

Dear Mr. Reilly: 

During the 2014 negotiations, the parties discussed the restructuring of the Midwest 
Commercial Generation Production Teams. 

A new progression will be established consisting of the Control Room Operator, Senior Auxiliary 
Operator, Scrubber Operator, Auxiliary Operator, Assistant Auxiliary Operator and Operations 
Trainee. The parties have agreed to the following wage structure: 

Job Classification Maximum Wage 03/31/14 
Level Hourly Rate 

Control Room Ooerator Level25 $36.54 
Senior Auxiliarv Ooerator Level23 $35.79 
Scrubber Ooerator Level22 $35.46 
Auxiliary Operator Level21 $35.11 
Assistant Auxiliarv Ooerator To be Evaluated 
Ooerator Trainee To be Determined 

The wage rate for the Operator Trainee is a probationary wage rate, and is not eligible for any 
merit increases and the General Wage Increase. Operator Trainees successfully completing 
their probationary period and all training requirements will automatically promote to the 
Assistant Auxiliary Operator classification. Promotions to the Control Room Operator, Senior 
Auxiliary Operator, Scrubber Operator, and Auxiliary Operator classifications will be based on 
business needs as determined by the Company. 

Production Team Members and Production Technicians will be reclassified into the Control 
Room Operator, Senior Auxiliary Operator, Scrubber Operator, and Auxiliary Operator 
classification based on demonstrated experience, and skills as documented on the overtime 
matrix dated March 11, 2014 based on the following: 

• Employees currently performing advanced control operator functions will be placed in 
the Control Room Operator position. 

www.duke-energy.co,..n 
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• Zimmer Station employees performing Control Room AO functions will be reclassified as 
Senior Auxiliary Operators. 

• Employees performing advanced FGD Control Room functions will be classified as 
Scrubber Operators. 

• All remaining Production Team Members and Production Technicians will be classified 
as Auxiliary Operators. 

Pay for reclassified Production Team Members will be grandfathered at the existing Wage Level 
25. Since the wage level for Production Technicians and Auxiliary Operators are the same, 
those Production Technicians reclassified as Auxiliary Operators will have no pay impact. 

Production Team Members currently assigned to the Resource Group (Support Team) will be 
given the opportunity to be either (1) reclassified as Auxiliary Operators with the grandfathering 
of pay or; (2) being reclassified as a Maintenance Journeyman with pay no higher than the 
maximum pay of Wage Level 21. Production Technicians currently assigned to the Resource 
Group will be reclassified as Maintenance Journeyman. The wage level for Production 
Technicians and Maintenance Journeyman are the same there is no pay impact. 

All Production Team employees will be assessed by the Company to determine if there is any 
skills gap for the position to which they have been reclassified. Based on this assessment, each 
employee will be expected to close any identified gaps within a timeframe determined by the 
Company. This timeframe may vary by employee based on the employee's individualized 
training plan. Failure to become fully proficient may result in corrective action and/or demotion to 
a position for which the employee is qualified. In the event of a demotion, the employee's rate of 
pay will be reduced to the maximum rate of pay to the reclassified position in which he or she is 
placed. 

The two Production Team Members currently assigned to support combustion turbine 
operations will be reclassified as CT Production Technician - Simple Cycle with no impact to 
pay at this time. The CT Production Technician-Simple Cycle job description is currently used at 
the Company's Woodsdale Generating facility. The Company also will assess these employees' 
skills , and the employees will be required to close any identified gaps as described above. 

It is thought that this letter accurately describes the parties' agreement relating to the 
restructuring of the Midwest Commercial Generation Production Team. 

Sincerely, 

~-~~)) 
~\~Alvaro 
Director, Labor Relations 
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May 8, 2008 

Mr. Steve Feldhaus 
Business Manager 
Local Union No. 1347 
International Brotherhood 

of Electrical Workers 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

RE: Generation Foot Protection Policy 

Dear Mr. Feldhaus: 

This letter is in response to your correspondence dated May 2, 2008 regarding the "Generation 
Foot Protection Policy• that will become effective September 1, 2008. As previously stated, the 
purpose of this policy is to comply with OSHA Standard 29CFR 1910.136(a). I have listed your 
questions below with the Company's response. 

1. If employee had purchased a pair of approved pair of steel toe work footwear after 
January 1, 2008 and has a receipt for the footwear, will they receive a 150.00 check 
for this purchase? 

The employee will be reimbursed for the actual cost of footwear up to a maximum of 
$150.00. 

2. When will Iha 150.00 dollars be paid to the employees for purchasing Iha required 
approved footwear? 

·~·- '_:'.:.'7:f-·.·.- ....... « ·., - . 

After purchase and submtttal of receipt. 

3. Is this 150.00 dollars a use it or lose it type of situation? 

Yes. 

4. Will Iha employee be required to produce a receipt for the approved footwear 
befora he/she will be given the 150.00 dollar check? 

Yes. 

5. Will the 150.00 dollars be on a separate check or will it be included on a regular 
payroll check? 

Separate reimbursement check or direct deposit. 

www.duke·energy.com 
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6. Will there be any taxes taken out of the 150.00 dollars? 

No. 
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7. How will the employee be paid for the approved footwear if they used the payroll 
deduction method to purchase the approved footwear? 

After purchase and submittal of receipt 

8. What happens if an employee's approved footwear becomes damaged to the point 
that employee can't use the footwear due to the working environment before the 
two year period ends (chemicals, acid, oil, fly ash etc.)? 

Stalion Manager can authorize early replacement based on individual circumstances. 

9. When does the clock start tolling for a two year period for receiving the 150.00 
dollar check? 

Date on the purchase receipt. 

10. What if an employee would only need to purchase a pair of approved footwear 
every three years would they be entitled to 225.00 dollars to purchase a new pair 
of approved footwear? If not how will this be handled? 

No. The limit is $150.00 per pair. 

11. How will this two year time frame be monitored and by whom? 

By station management. 

12. Will the employees be told when Iha two year period ends and by whom? 

By station management. 

I hope !hat this addresses all of your concerns on !his issue. If you have any other questions, 
please feel free to contact me at 287-5022. 

Sincerely, 

/70dt 1(.:,~1!r{ 
Michael A Ciccarella 
Labor Relations Consultant 
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June 20. 201 3 

Mr. Donald Reilly 
Business Manager 
Local Union No. 1347 
International Brotherhood 

of Electrical Workers 
4100 Colerain Avenue 
Cincinnati. Ohio 45223 

RE: Transportation Senior Servicer Wage Rate 

Dear Mr. Reilly: 

Reference is made to our recent conversation regarding the starting wage rate and wage progression for 
the Transportation Senior Servicer job classification. This is an entry level position with a starting wage or 
$12.50 per hour. Per our discussion. the Company is adjusting the minimum wage rate to $17.00 per 
hour. As with other entry level positions. the Company reserves the right to increase or decrease the 
minimum wage rate based on market conditions. 

In addition. we discussed that after the successful completion of their probationary period, employees in 
this classification will receive an increase to S0.65 below the maximum wage rate for this classification. At 
this point, the wage progression will be as outlined in the Collective Bargaining Agreement and the 
Patrick P. Gibson Letter. 

I believe that this letter accurately describes our conversation regarding this issue. If you are in 
agreement. please sign and return this letter to me. 

Very truly yours. 

Michael A. Ciccarefla 
Labor Relations Consultant 

For the Union: 

/ 
/ 

Do~~~-
Business Manager. Local 1347, IBEW 
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January 15, £U14 

Mr. Donald Reilly 
Business Manager 
Local Union No. 134 7 
lnlemational Brotherhood 

ot E1ecmca1 woncers 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

RE: Revised Material Services Team Member Job Description - EBS 

Dear Mr. Re111y: 

Duka Enetr;y 
139 East Fourtn St 

C1nc1nnat1, OH 45201 

Reference is made to our meeting held on January 10, 2014 lo discuss the Company's inlent to revise the 
East Bend Material Services Team Member job description. Originally established in 1997, lhis position 
encompassed the Coat Yard Helper, Conveyor Operator. Mobile Equipment Operator. and Assistant Fleet 
Operator. The duties of the Assistant Fleet Operator, of which lhe wage rate of the MSTM is equal to. are 
no longer being performed. 

The m1mmum wage rate tor tile revised MSIM will be S14.49 (currenUy $1'1.ZJ) per hour, and tne 
maximum rate will equal the maximum hourly rate for Waye Level 15 which is currenUy 529.94. The 
minimum wage rate is not subject to the annual wage increase, and the Company reserves the right lo 
raise minimum rale at its discretion. Employees may be placed at a higher wage rate based on education 
and experience as follows: 

YNrs of Dlroctlv Re/at«/ Exoflrlenc• 

Edue:Jdon None >1 Ye•r >J Years >5 Ycan: >-1 Y@us >10 Y•.an-

Tv.o year rechrueaf degree p;us rela(ed' \ltOik 
s 14.49 s 1604 s 17 S8 s 19.13 s 2067 I 20.61 

ei~nu. 

Some advanced education {>1 year) non.. NO s 14 49 s 1604 s 17 58 s 19 13 s 20.67 
d~~ in related courses or degree 1n non--
retated cou™! or 1 ye at trade deQrff 

Hll'1h SctlOOI Gradlat• O< "°'1tvafent=v. NO NO s 1H9 $ 1604 s 17 58 s 19 13 

{)trectly relatN ""°'* e~p«ienu = ~xperienc. ;n 1"1.u-rf Eqc;i~ O(AratX'Jr.s. !Jel.t11iM Handlinq OpeatioM. l.i¥'!dfifl Ac:tf<11fift 
:rdudng SllV~ Sidi. . .rid Basic ,\laiintanance SJ(jJls in• GMWat.ir,g Slation °' otl'IN ndu:Jtnal faoll:'y n1qWvtg wnilM li.nowt.dt;e 
and atUtJet. 

Altida Ill, Section 7 (t) of the Collective Bargall'ling Agreement will not apply to this position in regard to 
eslab/1shing an employee's wage rate. Exis6ng employees accepting !his position will have their hourly 
rate established according lo the table above based on e~perience and education. AJJ other provisions of 
Allicle Ill. Section 7 (t) apply. 
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Current pay structure, which is associated with Iha Skills Qualification Plan, is no longer supported. Going 
forward. pay progression will be as follows; 

AJ Employees w111 oe eva1uatoo ana given a pay increase every six momns as prov1aea tor 1n me 
'Patrick P. Gibson Leiter' dated December 29, 2000. 

8) Intent is for employees starting at the minimum rate of pay lo reach maximum pay in ftve years. 

C) In lieu of /he S0.10 increase as provided for in the Collective Bargaining Agreement each increase wilt 
be determined by taking /he difference between the entry and maximum wage rate and dividing by 
ten. Tne men! increase amount will oe adjusted annually in coniuncnon w1tn tne General wage 
Increase. 

0) Increase is to be based on satisfactory performance. Factors to be considered are attendance, job 
performance, completion of required training, and disciplinary record. 

E) !fa merit increase is denied, the employee will not be eligible tor an increase until the next scheduled 
increase. 

F) Employees on short !arm disability, military leave, or leave of absence greater than thirty days may 
have the merit increase delayed by the length of time equal to the absence. This provJSion will be 
applied consistent with the Family & Medical Leave Act, and all other applicable laws and company 
policies. 

I n1s agreement 1n no manner res!flcts tne company trom rev1s1ng tn1s mis Job descnption in tne future. 11 
Iha job description is modified at a future date, all applicable provisions of the Collective Bargaining 
Agreement will apply. 

I believe that lh/s letter accurately describes our conversations regarding this issue. If you are in 
agreement please sign and return this letter lo me. 

Very truly yours, 

'ffk/J c;,.d 
M1cna01 A. C1ccaref/a 
Labor Relations Consultant 

for me union: 

Don Reilly 
Business Manager, Local 1347, IBEW 

/-,zo-/y 
Date 



(,,DUKE 
. :t'' ENERGY. 

ATTACHMENT TS-7(c) 
~~fl37 

139 East Foul1h St 
Cincinnati, OH 45201 

August 27, 2013 

Mr. Donald Reilly 
Business Manager 
Local Union No. 1347 
International Brotherhood 

of Electrical Wor1cers 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

RE: Repair Specialist and Sr. Repair Mechanic Job Classifications 

Dear Mr. Reilly: 

Per our recent discussions the Company is modifying the Senior Repair Mechanic (#67567) job 
description. We agreed that the modifications are not significant enough to warrant a re-evaluation of this 
position and the wage rate will remain as established. CurrenUy, this is Level 20 with a maximum rate of 
$34.62 per hour. 

We also discussed the re-dassification of the sole remaining Repair Specialist This employee, Michael 
Dieckmam, will be reclassified as a Senior Repair Mechanic (at the maximum rate of pay) on the first pay 
period after the Company receives a signed copy of this agreement In accordance with the Collective 
Bargaining Agreemen~ this date will also be Mr. Dieckmann's dassified seniority date. 

I would like to emphasize that the Repair Specialist position is not being discontinued at this time and the 
Company reserves the right to fill future vacancies in this classification as business needs dictate. 
Furthermore, this agreement in no manner waives the Company's right under the Collective Bargaining 
Agreement to revise either job description at a future date. 

I believe that this letter accurately describes our conversations regarding this issue. If you are in 
agreement, please sign and return this letter to me. 

Very truly yours, 

'!Jlk)m/~ 
Michael A. Ciccarella 
Laba Relations Consultant 

For the Union: 

Date 
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March 20, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local 12049 
United Steelworkers 
Valley View Headquarters 

Re: Separation of Gas and Electric Customer Premise Wor!s 

Gentlemen: 

In late 2013, the Company and the Unions resumed discussions concerning the 
separation of the workforce that performs combination gas and electric duties on 
customer premises. 

As soon as practical and except as provided below, Service Delivery employees 
represented by IBEW Local 1347 will not be assigned to perform gas customer premise 
work, including but not limited to, disconnection of gas service for failure to pay. 
Further, Gas Operations employees represented by USW Locals 12049 and 5541-06 
will not perform electric customer premise work, including but not limited to, 
disconnection of electric service for failure to pay. While the Company will determine 
the effective date of this agreement, separation will occur simultaneously for Gas and 
Electric employees. 

However, the Company reserves the right to assign gas and electric customer premise 
work to the first responder who is qualified to safely perform the work, regardless of the 
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department or union affiliation or the first responder, when such work is necessaty to 
protect life, property or continuity of service. 

The separation of the gas and electric customer premise work will not cause wage 
levels to be re-evaluated at this time for employees assigned to perform gas or electric 
customer premise work. Employees will continue to be expected to comply with 
regulations and department work rules as determined by management, including but not 
limited to, home site reporting expectations. 

Based on the foregoing, this letter supersedes any prior letters or agreements among 
the parties relating to this matter. It is thought that the above adequately describes the 
parties' agreement on this matter. 

Sincerely, 

~1 ' (ijl;<L \l) 
Ja . Alvaro 
Dfr or, Labor Relations 

AGREED TO BY: 

/BEW Local 1347, by: 

USW Local 5541-06, by: 

USW Local 12049, by: 
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AGREEMENT 

Between the 

Utility Workers Union of America, AFL-CIO, Local 600 

and 

Duke Energy Ohio, Inc. 
Duke Energy Kentucky, Inc. 
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THIS AGREEMENT is entered into between the Utility Workers Union of America, 
AFL-CIO, Local 600, formerly the Independent Utilities Union, hereinafter referred to as the 
"Union," and Duke Energy Ohio, Inc., Duke Energy Kentucky, Inc., hereinafter referred to 
as the "Company," through and by their duly authorized representatives. 

WITNESSETH: Whereas, the parties to the Agreement as are mentioned above 
are desirous of maintaining collective bargaining between the Employer and its 
Employees, as are represented by the Union as bargaining agent, and are desirous of 
stabilizing employment, eliminating strikes, lockouts, curtailment of employment, and the 
peaceful settlement of all employer and employee disputes, and of making an honest effort 
to improve the conditions of both the employer and the employees. 

WHEREAS, it is deemed desirable and necessary that definite operations and 
practices between the Company and the employees of the Company represented by the 
Union be formally set forth and described, with a desire that uniformity of working 
conditions exist between the aforementioned Companies and such employees. 

WHEREAS, the Company and the Union recognize that in order for the parties to 
meet the challenge of competition, the need for long term prosperity and growth, and 
establish employment security, each must be committed to a cooperative labor 
management relationship that extends from the bargaining unit members to the 
executive employees. The Company and the Union agree that employees at all levels 
of the Company must be involved in the decision making process and provide their 
input, commitment, and cooperation to improving productivity and helping the Company 
become the lowest cost producer and highest quality provider of energy service. 

NOW, THEREFORE, the Company and the Union do hereby agree to the following terms 
and conditions, to-wit: 

1 
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Section 1. (a) The Company hereby recognizes the Union during the term of this A-14 
Agreement as the sole and exclusive representative of all regular full-time and part-time 
employees of the occupational classifications in the units defined as "The Office, Clerical 
and Technical Unit" and "The Residual Unit," as described in the Order issued by the 
National Labor Relations Board dated August 12, 1944 and amended by the National 
Labor Relations Board Order dated February 24, 1967. The units so defined shall retain 
jurisdiction over such work as was normally performed by them prior to this Agreement 
but such jurisdiction shall not be expanded except by mutual agreement of the parties 
hereto or through due processes under the National Labor Relations Act. 

(b) The Company recognizes the Union as the sole bargaining agent of the units 
contained in the preceding paragraph for the purpose of collective bargaining with respect 
to rates of pay, wages, hours of employment, or other conditions of employment, and the 
Company agrees to attempt to adjust any and all disputes, and any other matters, arising 
out of or pursuant to this Agreement, with the Union. 

(c) This Agreement shall be final and binding upon the successors, assignees or 
transferees of the Union and the corporate entity of the Company. 

Section 2. (a) The Company agrees not to interfere, restrain, coerce, or 
discriminate against any of the members of the Union, because of their membership in 
the Union, or because of their activity as a member or officer of the Union. Should 
reasonable proof of any such interference, restraining, coercion or discrimination by any 
person in a supervisory capacity against a member of the Union be shown to the 
Company by the Union, the Company agrees to take immediate corrective action in 
connection with such complaint. It is further agreed that no member shall be discharged 
because of his or her service, or lawful activity as a member of the Union, nor will the 
Company at any time attempt to discourage membership in the Union. 

(b) There shall be no discrimination, interference, restraint or coercion by the 
Company or the Union or their agents against any employee because of race, color, 
religion, sex, disability, national origin or ancestry or for any other reason. References to 
the masculine gender are intended to be construed to also include the feminine gender 
wherever they appear throughout the Agreement. 

(c) The Union recognizes that the management of the Company, the direction of A-9 
the working forces, the determination of the number of people it will employ or retain in 
each classification, and the right to hire, suspend, discharge, discipline, promote, demote 
or transfer, and to release employees because of lack of work or for other proper and 
legitimate reasons are vested in and reserved to the Company. 

(d) The above rights of Management are not all-inclusive, but indicate the type of 
matters or rights which belong to and are inherent to Management. Any of the rights, 
powers, and authority the Company had prior to entering this Agreement are retained by 
the Company, except as expressly and specifically abridged, delegated, granted or 
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(e) The foregoing two paragraphs do not alter the employee's right of adjusting 
grievances as provided for in Article VII, Section 1 of this Agreement. 

Section 3. Respecting the subject of "Union Security," the parties mutually agree 
as follows: 

(a) All regular employees in the bargaining unit represented by the Union shall be 
required as a condition of their continued employment to maintain their membership in the 
Union in good standing on and after the thirty-first (31 5t) day following the employee's date 
of hire. The Union shall notify the Company's Labor Relations Department of any 
members who are not in good standing as determined by the Union. For the purposes of 
this provision, "membership in good standing" shall mean being a full member or a core 
fee payer of the Union. 

(b) The Union agrees that neither it nor any of its officers or members will 
intimidate or coerce any of the employees of the Company to join or become members of 
the Union, nor will said Union or any of its officers or members unfairly deprive any 
employee within the bargaining unit represented by the Union of union membership or of 
any opportunity to obtain union membership if said employee so desires. In this 
connection the Company agrees that it will not discriminate against any employee on 
account of activities or decisions in connection with the Union, except as the same may 
become necessary on the part of the Company to carry out its obligations to the Union 
under this Agreement. 

(c) If a dispute arises as to the actual union status of any employee, at any time, 
as to whether or not the employee has been unfairly deprived of or denied union 
membership, the dispute shall be subject to arbitration, in accordance with the arbitration 
provisions of Article VII of this Agreement. 

(d) The Company shall provide the Union with time to discuss with new employees 
the Union and the existence of the collective bargaining agreement. The Company will 
provide new employees with electronic and/or paper access to the collective bargaining 
agreement, along with the Union's "Membership Application" and the "Payroll Deduction 
Authorization" cards for Union dues or core fees, so that enrollment will be effective 31 
days after being hired. 

(e) Except for those employees mentioned in subsection (d) of this section and 
subject to all state and federal laws, all employees who are not members of the Union 
shall be required, as a condition of their continued employment, to pay to the Union the 
applicable core fees representing the percentage of the Union's expenses that are for 
representational and other legally chargeable activities. 

(f) The Union agrees that any present or future employee who is now or may 
become a member of the Union may withdraw from membership in the Union by giving 
notice in writing to the Labor Relations Department of the Company and to the Union. 
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However, the Union will not impose restrictions, which are prohibited by law, on 
employees who wish to withdraw from Union membership. After such withdrawal, an 
employee shall not be required to rejoin the Union as a condition of continued 
employment. Any such employee will remain obliged to pay the applicable core fees. 

(g) The Company agrees to dismiss any employee represented by the Union, at 
the written request of the Union, for nonpayment of union dues or core fees or to 
discipline employees represented by the Union in the manner herein provided for violation 
of this Agreement, if requested to do so, in writing, by the Union. Nothing in this clause, 
however, shall be construed so as to require the Company to dismiss or discipline any 
employee in violation of any state or federal law. 

(h) The Company agrees, after receiving proper individual authorizations by 
means of written individual assignments in a form mutually agreeable to both parties, to 
deduct Union dues or core fees and initiation fees from employees' pay. This deduction 
shall be made a mutually agreed upon number of times each year and shall be forwarded 
to the Treasurer of the Union. 

(i) The Union agrees that in the event of any strike, work stoppage, slowdown, 
picketing or any other interference to the work or the operations of the Company by any 
individual employee or group of employees in the bargaining unit represented by the 
Union this section of the Agreement is then and there and by reason thereof automatically 
canceled and of no further force and effect; provided, however, that the Company shall 
upon the presentation of proof satisfactory to the Company, within ten days thereafter, 
that the Union did not directly or indirectly authorize, permit, endorse, aid or abet said 
strike, work stoppage, slowdown, picketing or interference referred to, reinstate this 
section of the Agreement, which section, if reinstated will, from and after the date of 
reinstatement, be of the same validity, force and effect as if it had not been canceled. In 
this connection, it is the expressed intention of the parties that for the purpose of making 
this cancellation provision effective without affecting the other sections of the Agreement, 
this Agreement is to be considered a severable agreement. Should the automatic 
cancellation of this section occur, it is the intention and agreement of the parties that all 
other sections and provisions of the Agreement remain in full force and effect as therein 
provided. The Company agrees that it will not deliberately arrange or incite such 
interference to the work or operations of the Company as are referred to in this section. 

Section 4. The Company agrees that it will not attempt to hold the Union 
financially responsible or institute legal proceedings against the Union because of a 
strike, slowdown or work stoppage not authorized, abetted or condoned by the Union. 
The Union agrees that, in the event of an unauthorized work stoppage, it will in good faith 
and without delay exert itself to bring the work stoppage to a quick termination and insist 
that the employee{s) involved cease their unauthorized activities. To that end, the Union 
will promptly take whatever affirmative action is necessary. Furthermore, the Union 
agrees that any employee or employees who agitate, encourage, abet, lead or engage in 
such a strike, work stoppage, slowdown or other interference with the operations of the 
Company shall be subject to such disciplinary action as the Company may deem suitable, 
including discharge, without recourse to any other provision or provisions of the 
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Section 1. The Company agrees to designate and authorize a representative or A-32 
representatives to meet with The General Board of the Union. It is agreed that these 
meetings shall be held quarterly, at a time mutually agreed upon, and at any other time 
upon the written request of either party to this Agreement. These meetings will be held 
within seven days after such request is made. 

Section 2. The Company agrees to meet and confer with any special committee 
of the Union, duly appointed by the President to administer any activity relating to the 
welfare of the members of the Union. 

ARTICLE Ill 

Section 1. (a) This Agreement and the provisions thereof, shall become effective 
April 15, 2015 and shall continue in full force and effect until April 1, 2019, and from year­
to-year thereafter unless changed by the parties. 

(b) Either of the parties hereto desiring to change any section or sections of this A-32 
Agreement and/or to terminate this Agreement shall notify the other party in writing of the 
desired changes at least 60 days prior to April 1, 2019 or any subsequent anniversary 
date. During this 60-day period, conferences shall be held by and between the parties 
hereto, with a view to arriving at a further Agreement, and in all events this Agreement 
shall remain in full force and effect during the period of negotiations. 

(c) In the event agreement is reached on or before April 1, the 2015 - 2019 
Agreement will be extended for a mutually agreed number of calendar days. The Union 
shall have one-half of the mutually agreed number of calendar days immediately following 
the date an agreement is reached in which to submit the Agreement to its membership for 
ratification and in case of failure to ratify, in order that the Company shall have the 
remaining one-half of the mutually agreed number of calendar days as notice before a 
strike or work stoppage commences. Providing the mutually satisfactory Agreement is 
ratified by the membership within the first one-half of the mutually agreed number of days 
following the date an agreement is reached, such Agreement will be made retroactive to 
the 1st day of April and any agreed upon wage adjustments will be made retroactive to 
the 1st day of April. 

Section 2. It is agreed that this Agreement may be amended or added to at any 
time by the written consent of both parties hereto. 
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Section 1. The Company agrees to do nothing to encourage an employee to 
bargain individually. 

Section 2. The Company agrees that if a matter rightfully termed a Union activity 
is referred by an employee to his or her representative or delegate, and this is taken up 
with the supervisor or any one qualified or authorized to act for the Company, such 
Company representative shall not initiate, negotiate, or discuss this question with the 
employee without affording the representative or delegate of the division an opportunity to 
be present. 

Section 3. Departmental supervisory personnel will notify the departmental union 
delegate when a significant change or condition affecting that department or a work group 
within that department is contemplated by the management of the particular department. 
Upon written request by the departmental union delegate or the President of the Union, a 
meeting shall be arranged between the Company and the Union to discuss such 
changes. When major organizational changes affecting personnel in various departments 
are contemplated, the Company agrees to notify the Union President, in writing, at least 
14 calendar days in advance of the change, and, upon written request by the President of 
the Union, a meeting shall be arranged between the Company and the Union to discuss 
such changes. 

Section 4. Copies of bulletins issued by the Company concerning working 
conditions for any division or department represented by the Union, shall be forwarded to 
the General Board of the Union. 

ARTICLEV 

Section 1. The principle of seniority is recognized by the Company. There shall 
be two types of seniority defined as follows: 

1. System service shall be based upon the length of time an employee has 
been continuously employed by the Company, and shall be the governing 
factor in establishing vacation dates. 

2. Classified seniority shall be the length of time worked by an employee on a 
specific classified job. 

It shall be considered a break in system service and seniority when an employee has 
been off the Company payroll, except when an employee has: 

(1) Been laid off because of lack of work and has not, at any time during the 
period of layoff or during a period not to exceed three years from the date of 
layoff, refused to return to work for the Company in a capacity formerly held 
or comparable to the capacity formerly held, by the employee. However, 
actual time away will be deducted from the employee's system service. 
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(2) Been granted a leave of absence for good cause by consent of the 
Company, without loss of system service and seniority rights, providing the 
employees are available whenever necessary for the Company's medical 
examinations during the leave of absence. However, the employees will 
receive vacation in accordance with the second paragraph of Article IX, 
Section 5. Requests for leave of absence and consent hereto shall be in 
writing. 

(3) Entered the military service of the United States or has been conscripted by 
the United States Government. No deductions for time away shall be made 
from the employee's system service and seniority record. 

(4) Resigned voluntarily and subsequently been re-hired. Actual time away will 
be deducted from the employee's system service and seniority record, and, 
while previous system service shall be maintained, no classified seniority 
shall be retained. 

Existing system service and seniority records shall not be rearranged to meet the above 
requirements in exceptions (1 ), (2) and (3), but they shall be met in all cases beginning 
March 21, 1983. 

Section 2. (a) Job available postings for job classifications covered by this 
Agreement shall be provided by the Company and posted for a period of seven 
calendar days on the appropriate bulletin boards and/or on the Duke Energy Job 
Opportunities Portal page. 

(b) If after the initial posting the job opening has not been filled by a qualified 
applicant from the department or division, the job available notice will then be reposted 
for a period of seven calendar days on all bulletin boards throughout the Company 
where there are employees covered by this Agreement. In certain cases where it is 
known that there are no qualified applicants within a division or a department, the initial 
posting may be waived and the job posting will then be initially posted throughout the 
Company where there are employees covered by this Agreement. However, if 
applications are received from employees within the department requesting the job 
opening, these applications will be given consideration before those received from 
employees in other departments. Furthermore, anytime employees are accepted for a 
job opening on a lateral or cross bid, they shall not be eligible to laterally or cross bid 
again for a period of six months from the date of acceptance. The only exception to this 
six month waiting period is that employees may cross bid to another headquarters 
within the same bidding area at any time. 

(c) In those departments where the multiple posting system is in use, employees A-3 
are permitted to submit their applications for promotions, lateral bids or cross bids in 
advance of an opening according to the multiple posting administrative procedures of 
the applicable department. 
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( d) It is agreed that classified seniority will be considered within a department, A-20 
district or departmental section concerning available advancements, although other A-21 
qualifications for the particular position will of necessity be considered. All other factors A-44 
being sufficient, the employee oldest in the point of classified seniority shall be given a A-65 
reasonable opportunity to qualify for the position. 

(e) Should the classified seniority of any two or more employees be equal, the 
respective seniority position of such employees shall be determined by the Union 
randomly drawing the names of the affected employees. The Company will be notified 
of the results, in writing. 

In the event no fully qualified individual has bid on a Union wide job opening, the 
previous experience requirement only will be waived, with the exception of positions 
within the General Clerical sequence, and an employee will not be disqualified for 
promotion on the basis of not having passed through a lower job in the promotional 
sequence if otherwise qualified. Employees who have at least one half of the required 
previous experience and are in the direct promotional sequence of a job opening, 
posted Union wide, where previous experience has been waived, will be considered for 
the job before all other non-qualified employees. Any claim of discrimination in this 
connection may be taken up by the Union as a grievance. 

(f) An employee may waive his right to promotion, providing such waiver is 
presented to the Company in writing and does not prevent other employees from 
acquiring experience in the job held by the employee. When an employee waives his 
right to promotion, the employee next in seniority, other qualifications being sufficient, 
shall be entitled to such promotion. When it is necessary to fill an open position, and no 
employees are willing to promote, the Company may assign the junior qualified 
employee to promote to the job classification. 

(g) If no qualified regular full-time employee has been accepted following the 
posting procedure and consideration of requests for demotion, second consideration for 
non-technical job openings shall be given to part-time employees within the bargaining 
unit based on qualifications as determined by the Company. For technical job 
openings, the Company will give second consideration to part-time employees with a 
technical degree and/or technical expertise based on qualifications as determined by 
the Company. As a result of these determinations, if the top two or more part-time 
applicants have equal assessments, then the non-technical or technical job opening will 
be offered to the applicant with the greatest system seniority. 

(h) Should the job opening not be filled after the posting procedure above, at the 
discretion of management, consideration may be given to requests for transfer which 
have been received from employees outside the bargaining unit or may be filled from 
outside the Company. 

(i) If the particular job opening is not filled within 60 days from the expiration date 
of the bargaining unit-wide posting, the job opening will be reposted in accordance with 
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0) The job posting procedure outlined above does not restrict the Company's 
right to cancel a job posting at any time. 

(k) An employee shall not have seniority rights to bid on a demotion but may, in 
writing by letter or by submitting a bid for a posted job opening, request consideration 
for a demotion. However, if an employee's request for demotion is granted by the 
Company, any accumulated classified seniority will be forfeited in job classifications 
above the job to which he demotes. 

(I) The Company and the Union agree that the job posting procedure will be 
waived for the employment of Co-ops, as probationary employees in job classifications 
represented by the bargaining unit, providing that the next opening in the same job 
classification and bidding area is posted and made available to employees within the 
bargaining unit. If such opening is not filled by a bargaining unit employee, openings in 
the same job classification and bidding areas will continue to be posted and made 
available to employees within the bargaining unit until such time that a bargaining unit 
employee fills one of the openings. 

Section 3. (a) In the event of any layoffs or curtailments of employment, the A-49 
Company will attempt to place the employee in a temporary assignment. Prior to making A-55 
an assignment, the Company will discuss such assignment with the Union. If a 
temporary assignment is not available, rollbacks and layoffs shall be made in 
accordance with system seniority rights. When the Company reduces the number of 
employees in a job classification, the Company will use the following process to 
determine rollbacks and layoffs. Employees with the least amount of System Service 
seniority within the job classification that is targeted for a reduction will be assigned to 
vacant positions and/or replace full-time employees in the bidding area with the least 
amount of System Service seniority. Displaced employees must be qualified for the job 
classification to which they are assigned and the job classification must be within the 
same bidding area and below their former job classification. Displaced employees will 
be reclassified into the next lower job classification within their bidding area for which 
they are qualified, if there are employees in that job classification and they have less 
system seniority than the displaced employees. Displaced employees will have their 
wage rates red-circled for a period of 18 months. At the end of 18 months, their wage 
rates will be reduced to the maximum wage rate of the job classification to which they 
were reclassified. Displaced employees who are assigned to perform work in lower 
level job classifications, if qualified, will be reassigned to higher job classifications as 
they become available within the bidding area, until the displaced employees return to 
assignments within their former job classification; obtain a job within the bidding area at 
the same or higher wage level as their former job classification; or, obtain a job in 
another bidding area. Displaced employees will not be assigned to or be required to 
perform the duties of job classifications at levels higher than their former job 
classification. Any employees unable to be assigned to vacant positions and/or replace 
full-time employees in the bidding area will be subject to layoff. 
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Part-time Meter Readers will be laid off before any full-time Meter Readers are rolled 
back or laid off. The same holds true for part-time and full-time call-takers in the Call 
Center. 

Where multiple part-time employees in a job classification at the same location are 
scheduled to work a total of 40 or more hours per week, a qualified displaced full-time 
employee in the same bidding area may replace the part-time employees by accepting 
a full-time job at that location, if the department can still schedule straight-time coverage 
for the required hours. 

For those full-time displaced employees with at least 15 years of service and subject to 
layoff, including employees who have been placed in a temporary position in 
accordance with this subsection, an effort will be made by the Company to find another 
job at the same or lower wage level for which the employee is qualified. The Company 
will discuss the employee's reclassification with the Union prior to it going into effect. If 
there are multiple displaced employees, vacant positions will be offered by system 
seniority; an employee has the right to turn down one offered position. An employee 
who turns down a position and who is not currently in a temporary assignment, could be 
subject to immediate rollback or layoff in accordance with this Section or to rollback or 
layoff at the end of the temporary assignment if no job is available. If the Company 
identifies such a vacant position for which the employee is qualified, the Company may 
reassign and reclassify the employee without posting the position. If no positions are 
identified by the Company the displaced employee, if qualified, will be allowed to 
displace the employee with the least amount of system seniority outside of the 
displaced employee's bidding area. Those employees with 15 or more years of service 
will have their wage rates red-circled for 18 months. After 18 months, the employee's 
rate of pay will be reduced to the maximum rate of pay for the classification to which 
they are assigned. 

An employee unable to be reassigned and subject to being rolled back to the Call A-70 
Center or Meter Reading Departments, will have the option of accepting the assignment 
in the Call Center or Meter Reading, being laid off, or being offered a severance as 
outlined in Sidebar Letter A-70. 

Displaced employees unable to displace full-time employees and subject to layoff, if 
qualified, will be allowed to replace employees in part-time positions within their bidding 
area, by accepting the wage rate, benefits, work hours and other terms and conditions 
of employment of the part-time employee. The two exceptions are Meter Reading and 
Call Center, where these employees may retain their full-time status and accept the 
wage rate applicable to new full-time employees in these departments. Full-time 
employees within the Customer Relations bidding area, but outside the Call Center and 
Meter Reading Departments, may displace a maximum of four part-time employees in 
each department (i.e., Call Center and Meter Reading) within a 12-month period. 

Employees who were rolled back prior to April 1, 2012 and whose wage rates are red­
circled will continue to have their wage rates red-circled. 
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An employee will not have the right to recede to a position within his bidding area that 
he did not pass through before reaching his present position. For purposes of this 
section, if an employee is unable to exercise system seniority rights in lower job 
classifications within his department because he did not pass through those job 
classifications before reaching his present position, he will be credited with system 
seniority in all job classifications lower than his initial job within the bidding area which 
are in the same direct promotional sequence. Under no circumstances may an 
employee exercise seniority rights outside his own bidding area or in the selection of a 
specific job within a classification. 

(b) In a department where there have been layoffs and a subsequent increase in 
employment exists within three years, the Company agrees to recall those employees in 
the department who have suffered a layoff because of lack of employment, in the 
reverse order of the dates of their layoffs. It is further agreed that the Company will 
notify the employee or employees, in writing by registered or certified mail, to report 
back to work. The Company agrees to send a copy of these letters to the Union at the 
time of the mailing of the original. If they do not report back to work within a 15-day 
period, the Company shall have the right to recall the next employee in line. 

(c) It shall be the duty of all employees, including those on layoff status, to have 
their proper post office address and telephone number on file with their individual 
departments and the Human Resources Department of the Company. 

(d) The Union may designate a witness to tests given in a departmental section, A-4 
and shall have the right to review the results of these departmental tests upon request. 
This does not apply to standard tests given by the Staffing Services Division or by 
outside consultants. 

(e) The Company will make an effort to find another job classification for which 
an employee is qualified if his job is abolished. An employee who, because of this job 
abolishment, is assigned to a classification having a lower rate of pay, will maintain his 
existing level of pay until the maximum wage rate of the job classification to which he is 
assigned is equal to his existing wage rate. This provision does not affect the right of an 
employee to bid on a future posted job opening for which he may be qualified. 

Section 4. (a) Temporary transfers from one department, district, or 
departmental section to another will not affect an employee's system service or seniority 
rank and his record will remain posted in the department, district, or departmental 
section from which he was transferred. 

(b) Permanent transfers from one department, district, or departmental section to 
another will not affect an employee's system service or classified seniority, which will be A-2 
used to determine his system service and seniority rank in his new department, district, 
or departmental section. 

(c) When an employee has successfully bid on a posted job and his move to the 
posted job is delayed, consideration shall be given to the proper adjustment of the 
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employee's seniority rank so that the employee will not be penalized with respect to 
future promotions. The employee will receive a seniority date and the wage rate of the 
job on which he has been accepted no later than the beginning of the third week after 
the employee is notified that he has been accepted for the new job. 

Section 5. All new employees shall be classed as probationary for a period of 
one year and shall have no system service or seniority rights. After one year's service 
as a probationary employee, they shall be reclassified and their system service and 
seniority record shall include their previous employment as a probationary employee. 

Effective January 1, 2016, the probationary period of any employee on an approved 
leave of absence lasting more than thirty days, will be extended by the duration of the 
leave of absence. 

Section 6. Temporary employees shall be those hired for a specific job of a A-6 
limited duration, not to exceed six months unless agreed upon by both parties, and shall 
not acquire system service or classified seniority rights. The Union shall be notified of the 
hiring of such employees. 

Section 7. (a) Part-time employees shall be those hired to perform a continuing 
specific work requirement that is temporary in nature or less than 40 hours per week. A-48 
Part-time employees will only be used for part-time applications in order to supplement A-61 
the regular full-time workforce, unless otherwise agreed. While the intention is for part-
time employees, who are non-temporary in nature, to be regularly scheduled to work less 
than 32 hours per week, the actual hours worked may be greater due to temporary 
operational needs or trading of hours with other employees. The departments utilizing 
part-time employees will develop schedules to be worked by such personnel. However, 
schedules for part-time employees may at times vary according to work needs. These 
employees will work in bargaining unit positions and will be paid the minimum wage rate 
for the job classification or at a specially negotiated rate. They shall not acquire classified 
seniority rights. Part-time employees may be laid off for any reason without recall rights. 
Such layoffs shall not be subject to the grievance procedure. Benefits for part-time 
employees shall be on a prorated basis as agreed to by the parties. 

(b) Part-time employees may request consideration for other part-time openings 
and may submit applications for openings in regular full-time positions. When part-time 
employees become full-time employees, they shall be credited with system service for the 
length of time they were employed by the Company as a part-time employee on or after 
January 1, 1996. For part-time employees who become full-time employees after April 1, 
2008 and who have been employed as part-time for at least 12 consecutive months prior 
to becoming full-time, the probationary period shall be reduced from one year to nine 
months. 

(c) The overtime provisions of this Agreement, including meal compensation, will 
only apply to part-time employees when they work in excess of their regular scheduled 
hours per day or eight hours per day, whichever is greater. Part-time employees will not 
be called out for overtime assignments unless all full-time available employees have 
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been called. The total number of part-time employees, excluding those in the Call 
Center and Meter Reading work groups and those hired to perform a continuing specific 
work requirement that is temporary in nature, will not exceed 5% of the total number of 
full-time employees performing work represented by the Union. 

ARTICLE VI 

Section 1. The parties hereto recognizing the importance of safety projects and 
regulations for the protection of the health, life and limb of all employees, agree to make 
all reasonable efforts to maintain such rules and regulations conducive to the health and 
safety of all concerned. The Company will notify the Union leadership of any work related 
accident resulting in the hospital admission or death of any employee in the bargaining 
unit. 

ARTICLE VII 

Section 1. Any dispute or disagreement arising between an employee and the A-1B 
Company or the Union and the Company involving wages, hours or work, conditions of A-32 
employment, or otherwise of any nature arising out of this Agreement may become the 
subject of a grievance. However, with respect to any claim or dispute involving the 
application or interpretation of an employee welfare or pension (includes defined benefit 
and 401 (k) plans) plan, the claim or dispute shall not be resolved under the grievance 
procedure outlined herein, but instead, shall be resolved in accordance with the terms 
and procedures set forth in the relevant plan document. Additionally, should the content 
of any communication relating to employee benefits conflict with the terms of the 
relevant plan document, the terms of the plan document shall govern. Recognizing the 
importance of resolving disputes or disagreements in a peaceful and timely manner and 
at the earliest stage possible, grievances shall be processed in accordance with the 
following procedure: 

1st Step 

An employee must take up any grievance initially with the supervisor involved, within 20 
days of its occurrence or 20 days from the time the employee or the Union became 
aware of the occurrence. The initial meeting shall be held between the supervisor(s), 
the employee involved and the elected union representative or delegate. Grievances in 
this step shall be answered verbally at the meeting or within 5 days of the conclusion of 
the meeting. The supervisor will also inform the Union of the appropriate management 
person to notify in the event that the Union wishes to pursue the grievance to the 
second step. 

2nd Step 

If the parties are unable to resolve the grievance following the first step, within 1 O 
workdays of the first step response, the Union may submit a written grievance to the 
management of the department designated in the first step. Department management 
will schedule a meeting with a small committee representing the Union within 20 
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workdays after receipt of the written grievance. A written decision will be sent by email 
and/or US Mail to the President of the Local Union within 20 workdays of the Step 2 
meeting. 

3rd Step 

If the parties are unable to resolve the grievance following the second step, within 20 
workdays of the second step response, the Union may notify the Labor Relations 
Department in writing of its desire to advance the grievance to the third step of the 
grievance procedure. The Labor Relations Department will schedule a meeting with the 
appropriate management representatives and a small committee representing the Union 
within 20 workdays after receipt of the written request. The Labor Relations Department 
will render a written decision within 20 workdays of the date of the third-step meeting. 
The written response will be sent by email or US Mail to the President of the Local 
Union. 

In the case of a discharge, the Union may bypass the first step of the grievance 
procedure and submit a written grievance requesting a second step grievance meeting, 
within 10 days following the date of discharge. 

Arbitration 

Section 2. (a) If the parties are unable to resolve the grievance following the 
third-step, the Union, within 30 workdays of receipt of the third step response, may 
notify the General Manager, Labor Relations in writing of its desire to advance the 
grievance to arbitration. 

(b) Upon receipt of the Union's notification, the parties within ten workdays will 
petition the Federal Mediation and Conciliation Service (FMCS) for a panel of seven 
arbitrators and will cooperate to select promptly an arbitrator from that list. In the event 
that no acceptable arbitrator appears on the panel of arbitrators submitted by FMCS, 
either party may request an additional panel from FMCS. 

(c) The arbitrator so selected shall hold a hearing as promptly as possible on a 
date satisfactory to the parties. If a stenographic record of the hearing is requested by 
either party, the initial copy of this record shall be made available for the sole use of the 
arbitrator. The cost of this initial copy and its own copy shall be borne by the requesting 
party, unless both parties desire a copy. If both parties desire a copy, they shall equally 
share the cost of the arbitrator's copy, and shall each bear the cost of any copies of the 
record they desire. 

(d) After completion of the hearing and the submission of the post-hearing briefs, 
the arbitrator shall render a decision and submit to the parties written findings that will 
be binding on both parties to the Agreement. 

(e) The arbitrators' and other joint expenses mutually agreed upon shall be 
borne equally by both parties. 
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(f) Any grievance that is not taken to the next step within the time limits specified 
will be deemed to have been withdrawn. If at any step in the grievance procedure, the 
Company does not answer within the designated time frame, the Union may notify the 
Company of its desire to advance the grievance to the next step of the grievance 
procedure. Any time limits may be extended by written agreement between the parties. 

(g) The arbitrator shall have no authority to add to, detract from, alter, amend, or 
modify any provision of this Agreement. It is also mutually agreed that there shall be no 
work stoppage or lockouts pending the decision of the arbitrator or subsequent thereto. 

ARTICLE VIII 

Section 1. (a) The parties hereto agree that the wage rate schedules in effect 
immediately prior to the execution of this Agreement shall be amended as follows: 

MAXIMUM HOURLY WAGE RATES 

Clerical <Non-Manual) Maximum Waae Rates 
As Of Effective Effective Effective Effective 

April 1, April 15, April 1, April 1, April 1, 
2014 2015 2016 2017 2018 

Base Increase NA 1.50% 2.00% 2.00% 2.00% 
Lump Sum NA 1.00% 0.00% 0.00% 0.00% 

1 $ 13.79 $14.00 $14.28 $14.57 $14.86 
2 $ 15.25 $15.48 $15.79 $16.11 $16.43 
3 $ 17.05 $17.31 $17.66 $18.01 $18.37 
4 $ 17.05 $17.31 $17.66 $18.01 $18.37 
5 $ 18.30 $18.57 $18.94 $19.32 $19. 71 
6 $ 19.98 $20.28 $20.69 $21.10 $21.52 
7 $ 19.98 $20.28 $20.69 $21.10 $21.52 a; 
8 $ 22.17 $22.50 $22.95 $23.41 $23.88 > 

~ 
Q) 9 
Cl 

$ 23.70 $24.06 $24.54 $25.03 $25.53 

~ 10 $ 25.48 $25.86 $26.38 $26.91 $27.45 
11 $ 25.48 $25.86 $26.38 $26.91 $27.45 
12 $ 26.56 $26.96 $27.50 $28.05 $28.61 
13 $ 27.74 $28.16 $28.72 $29.29 $29.88 
14 $ 28.76 $29.19 $29.77 $30.37 $30.97 
15' $ 29.39 $29.83 $30.43 $31.04 $31.66 
16' $ 30.02 $30.47 $31.08 $31.70 $32.33 
17' $ 31.52 $31.99 $32.63 $33.29 $33.96 

• Specially negotiated rates not subject to the Job Evaluation Committee. 
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Meter Reading Maximum Wage Rates 
(Sidebar A48 

As Of Effective Effective Effective Effective 
April 1, April 15, April 1, April 1, April 1, 

2014 2015 2016 2017 2018 

Base Increase NA 1.50% 2.00% 2.00% 2.00% 
Lump Sum NA 1.00% 0.00% 0.00% 0.00% 

MR1 $ 17.00 $17.26 $17.61 $17.96 $18.32 
Qi MR2 
> 

$ 17.19 $17.45 $17.80 $18.16 $18.52 
~ MR3 $ 20.19 $20.49 $20.90 $21.32 $21.75 
Q) 

MR4 $ 23.93 $24.29 $24.78 $25.28 $25.79 "' ~ MR5 $ 25.74 $26.13 $26.65 $27.18 $27.72 
MR6 $ 18.17 $18.67• $19.04 $19.42 $19.81 

• Maximum wage rate increased by $0.50 in lieu of General Wage Increase. 

Call Center and Revenue Services Maximum Wage Rates 
(Sidebar A61 and A64) 

As Of Effective Effective Effective Effective 
April 1, April 15, April 1, April 1, April 1, 
2014 2015 2016 2017 2018 

Base Increase"' NA 1.50% 2.00% 2.00% 2.00% 
Lump Sum• NA 1.00% 0.00% 0.00% 0.00% 

c2·· $ 15.08 $ 15.08 $ 15.08 $ 15.08 $ 15.08 
C3** $ 15.08 $ 15.08 $ 15.08 $ 15.08 $ 15.08 
C4** $ 12.00 $ 13.00 $ 13.00 $ 13.00 $ 13.00 
C5*** $ 18.50 $ 19.00 $ 19.00 $ 19.00 $ 19.00 

•increase applicable to Clerical employees unless otherwise negotiated. 
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""Employees hired after 4/1/12 are not eligible for the annual wage increase. Employees at 
or above the maximum rate of pay will receive the annual wage increase applicable to 
Clerical employees in the form of a lump sum. Minimum and maximum wage rates do not 
increase . 

... Eligible tor the annual wage increase until maximum rate of pay. Employees at the 
maximum rate of pay will receive the annual wage increase applicable to Clerical 
employees in the form of a lump sum. Minimum and maximum wage rates do not increase. 

Manual Maximum Wa e Rates 
As Of Effective Effective Effective Effective 

April 1, April 15, April 1, April 1, April 1, 

2014 2015 2016 2017 2018 
Base Increase NA 1.50% 2.00% 2.00% 2.00% 
Lump Sum NA 1.00% 0.00% 0.00% 0.00% 

Qi 7 $ 27.26 $27.67 $28.22 $28.78 $29.36 
> 

10 .!! $ 25.81 $26.20 $26.72 $27.25 $27.80 
Q) 

12 $ 29.42 $29.86 $30.46 $31.07 $31.69 "' ~ 16 $ 29.42 $29.86 $30.46 $31.07 $31.69 
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Technical Maximum Waae Rates 
As Of Effective Effective Effective Effective 

April 1, April 15, April 1, April 1, April 1, 
2014 2015 2016 2017 2018 

Base Increase NA 1.50% 2.00% 2.00% 2.00% 
Lump Sum NA 1.00% 0.00% 0.00% 0.00% 

1 $ 21.74 $22.07 $22.51 $22.96 $23.42 
2 $ 23.75 $24.11 $24.59 $25.08 $25.58 
3 $ 26.34 $26.74 $27.27 $27.82 $28.38 
4 $ 28.22 $28.64 $29.21 $29.79 $30.39 
5 $ 30.32 $30.77 $31.39 $32.02 $32.66 
6 $ 31.65 $32.12 $32.76 $33.42 $34.09 
7 $ 32.96 $33.45 $34.12 $34.80 $35.50 
8 $ 34.20 $34.71 $35.40 $36.11 $36.83 
9 $ 35.18 $35.71 $36.42 $37.15 $37.89 
10· $ 36.84 $37.39 $38.14 $38.90 $39.68 
11· $ 37.83 $38.40 $39.17 $39.95 $40.75 
12· $ 38.82 $39.40 $40.19 $40.99 $41.81 

• Specially negotiated rates not subject to the Job Evaluation Committee. 

CPC Maximum Waae Rates 
As Of Effective Effective Effective Effective 

April 1, April 15, April 1, April 1, April 1, 
2014 2015 2016 2017 2018 

Base Increase NA 1.50% 2.00% 2.00% 2.00% 
Lump Sum NA 1.00% 0.00% 0.00% 0.00% 

CP1 $ 27.00 $27.41 $27.96 $28.52 $29.09 
CP2 $ 31.84 $32.32 $32.97 $33.63 $34.30 
CP3 $ 38.82 $39.40 $40.19 $40.99 $41.81 

Local Information Technology Maximum Wage Rates 
(Sidebar A73 

As Of Effective Effective Effective Effective 
April 1, April 15, April 1, April 1, April 1, 
2014 2015 2016 2017 2018 

Base Increase NA 1.50% 2.00% 2.00% 2.00% 
Lump Sum NA 1.00% 0.00% 0.00% 0.00% 

IT1 $ 36.84 $37.39 $38.14 $38.90 $39.68 
IT2 $ 31.67 $32.15 $32.79 $33.45 $34.12 
IT3 $ 26.79 $27.19 $27.73 $28.28 $28.85 
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(b) These wage rate increases shall not apply to the minimum wage rates of 
starting job classifications. 
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(c) The wag'e increases mentioned above shall not apply to any employee whose 
present wage rate is on or above the new maximum wage rate of his job classification, 
except employees who are on physical retrogressions, who shall receive the increase 
applicable to their individual wage rate as of the indicated dates of increase. 

{d) Manual employees shall be provided the higher of a $10.00 promotional 
increase above the maximum wage rate of the job classification from which they promote, 
or the minimum wage rate of the job classification to which they promote. Clerical and 
Technical employees shall be provided the higher of a $10.00 promotional increase or the 
minimum wage rate of the job classification to which they promote. This provision will not 
apply when the maximum wage rate of a job classification is not at least $10.00 above the 
maximum wage rate of the job classification from which it promotes. 

(e) Whenever the difference between the minimum and maximum wage rates of a A-40 
job classification is not divisible by $0.25, the intermediate wage rates will be by $0.25 
steps, with the exception of the last step to the maximum wage rate of the job. In such 
case the increase to the maximum wage rate will include the $0.25 increment plus the 
odd amount necessary to equal the maximum wage rate, provided, however, that the total 
amount of this increase is less than $0.50. 

(f) Any employee in the Union who was on or below the maximum wage rate of 
his job classification as of the indicated dates of increase shall receive the increase 
applicable to the maximum wage rate of his job classification. 

(g) The shift differentials and Sunday premium paid to employees on scheduled 
shifts on classified jobs will be as follows: 

Name Definition Shift Differential Cents Per Hour 
of Shift of Shift May 11, 2015 - March 31, 2019 

Day Where the majority of the $0.00 
Shift scheduled hours worked 

are between 8:00 a.m. 
and 4:00 p.m. 

Afternoon Where the majority of the $1.75 
Shift scheduled hours worked 

are between 4:00 p.m. 
and 12:00 MidniQht 

Night Where the majority of the $1.80 
Shift scheduled hours worked 

are between 12:00 
Midnight and 
8:00 a.m. 

When the majority of the hours in a shift are on a Sunday, a Sunday premium will 
be paid to an employee for all scheduled straight time hours worked on that shift. 
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As of May 11, 2015 
Sunday Premium $1.90 

As of April 1, 2016 
$1.95 
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As of April 1, 2017 
$2.00 

(h) The nature of the work involved under each payroll classification shall be 
defined, as nearly as possible, by the Company and occupational classifications and job 
descriptions shall be prepared by the Company and be subject to review by the Union. 

(i) The Job Evaluation Committee of the Company will be responsible for 
evaluating all new or revised job classifications. The evaluation established by this 
Committee will be used to determine the maximum wage rate for each new or revised job 
classification. Results of the evaluation will be communicated to the Union at least two 
weeks before the effective date of the new or revised job classification. 

U) The Union shall appoint a Classification Committee consisting of not more than 
five members who may review the evaluation and wage rate of any new or revised 
classification. The Union's Committee may, by request, meet with the Company's 
Committee as soon as possible at a mutually agreeable time, but within 30 days after the 
Union has been notified by the Company of the proposed new or revised classification, 
for the purpose of presenting any information relative to the evaluation of a new or revised 
classification. The Union will be notified after the Company's Committee has reviewed 
the information presented by the Union. All wage rates so established shall be final and 
binding and not subject to the grievance and arbitration procedure. However, if any 
revised wage rates are reduced as a result of the evaluation(s), they will not be placed 
into effect until the Company and the Union have had an opportunity to negotiate them 
during full contract negotiations, even though the revised job classification will be in effect. 
Employees, presently in, or promoting to, such job classifications will continue to receive 
wage adjustments in accordance with the other provisions of the Agreement just as if the 
wage rate had remained at the same level until a new Agreement is reached. 

(k) When the Union believes that a new or revised job description does not 
adequately describe the principal duties and minimum qualifications necessary to provide 
a sufficient basis for evaluating that job description, a letter outlining the Union's 
suggested changes may be sent to the management of the appropriate department for 
consideration. However, there will be no recourse to the grievance and arbitration 
procedure because of the language of a job description or the evaluation of a job 
classification. 

(I) Where the Union deems an employee to be improperly classified, it will be 
considered as a grievance and shall be handled under the grievance procedure described 
elsewhere in this Agreement. 

Section 2. (a) With the exception of shift differential premium, and a holiday 
occurring during an employee's vacation, it is agreed that under no circumstances shall 
any section of this Agreement be interpreted to provide the pyramiding of a benefit or 
premium payment to employees covered by this Agreement. For example, no employee 
may claim sick pay while receiving vacation pay or holiday pay while receiving sick pay. 
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(b) It is further agreed that there shall be no interruption in the payment of one 
benefit in order that employees may receive payment for another benefit. For example, 
employees may not interrupt vacation to begin sick leave or interrupt sick leave to include 
a holiday. The only exceptions to this provision are that an employee's sick pay may be 
interrupted to include vacation pay and that vacation pay may be interrupted to include 
death in family pay as set forth in the Agreement. 

ARTICLE IX 

Section 1. ABSENCE DUE TO SICKNESS OR ACCIDENT: (a) Regular 
employees who are actively working on January 1, regular employees who return to work 
from an authorized extended absence on or after January 1, probationary employees who 
become regular employees on or after January 1, shall be paid as gross wages, for absent 
time due to bona fide illness or injury, a maximum annual amount equal to 40 hours at 
their regular Straight Time Pay. Such payment shall be made by the Company on the 
nearest practicable regular pay day following the date such employee becomes eligible. 

(b) After a part-time employee with 12 months of service or a full-time employee 
has been continuously disabled, subject to medical determination, and unable to return to 
work for more than seven consecutive calendar days, the employee will receive Short­
Term Disability pay consisting of up to 26 weeks of pay per incident with payment based 
on the schedule below or until the employee is able to return to work, whichever occurs 
first. 

Years of Service Maximum Weeks at 100% Pay Weeks at 66 2/3% Pav 
0-1 None All 
1-5 10 Balance 

6-10 15 Balance 
11-14 20 Balance 
15-20 26 Balance 

21 or more ALL N/A 

(c) After an employee has been continuously disabled, subject to medical 
determination, and is unable to return to work for more than 27 consecutive weeks, and 
has exhausted Short-Term Disability benefits, the employee will receive Long-Term 
Disability benefits as described in the Company's Long-Term Disability Plan Description. 

Section 2. Compensation will not be provided for illnesses resulting from such A-50 
causes as: illegal use of drugs or alcohol, willful intention to injure oneself, the 
commission of a crime, elective or cosmetic procedures not covered by the medical plan, 
the employee's refusal to adopt such remedial measures as may be commensurate with 
the employee's disability or permit reasonable examinations by the Company. 

Section 3. It is also mutually understood and agreed that the Company shall have 
the right to investigate and determine for its own satisfaction the bona fide nature of any 
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illness for which pay is requested as well as the du'ration thereof. In order to facilitate the 
scheduling of the work forces, employees who will be absent from work are expected to 
notify the Company as soon as possible, but not later than one hour after their regular 
starting times and in the case of shift workers, one hour before the start of their shifts. 
Unless an employee submits a legitimate excuse for not reporting the cause of absence 
before the end of the first hour of such absence, the employee's claim for sick leave pay 
shall not begin until such notice is received. 

Section 4. When employees have received all of the disability pay to which they A-5 
are entitled under this Agreement they shall be granted, upon written request on a form 
provided by the Company, a "leave of absence" and shall not be eligible for further 
disability pay benefits until they have returned to steady employment. 

Section 5. (a) An employee accrues entitlement of 1/12 of their current year's A-52 
vacation for each full month the employee is employed during the current calendar year 
or is on STD, or leave of absence. Any employee leaving the Company's service during 
any calendar year shall receive payment for any unused portion of accrued vacation for 
that current year. However, in the event of an employee's death, the estate of the 
employee will be paid the unused portion of the employee's total vacation allotment for 
the current year. 

Employees returning from military service will receive vacations with pay in the calendar 
year in which they return as follows: 

Month in which Employee Returns to Amount of Vacation Based on 
Company's Employment System Service of Employee 
Up to and including June Full 

July, August and September One-Half 

After September None 

(b) In order for an employee to qualify for a vacation, the employee must have 
been ready, willing and able to work as a full-time regular or probationary employee 
during the calendar year the vacation is taken. 

(c) The anniversary of employment shall determine the employee's vacation 
status. Every effort will be made to grant vacations at a time suitable to the employee, A-1 
but should the vacation of an employee handicap the operations of the Company in any A-8 
way, the Company reserves the right to require the vacation be taken at another time. 
Normally, preference shall be granted in the selection of vacation dates on the basis of 
system service. 

(d) Employees with less than one year of service with the Company shall be 
entitled to one day of vacation for each month worked, with a maximum of 10 total days. 
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(e) Employees with one year of service with the Company shall be entitled to a 
vacation of two weeks. 

(f) Employees with seven or more years of service with the Company shall be 
entitled to a vacation of three weeks. Should the amount of work or other working 
conditions be such that the operations of the Company would be handicapped by granting 
of the third week of an employee's vacation, the Company reserves the right to require an 
employee to take his third week of vacation at such time that does not interfere with the 
operations of the Company. 

(g) Employees with 15 or more years of service with the Company shall be entitled 
to a fourth week of vacation or payment of one week's wages (40 hours) at straight time 
in lieu thereof. The Company may also require such employees to take the fourth week 
of their vacation at such time as does not interfere with the operations of the Company. 

(h) Employees with 21 or more years of service with the Company shall be entitled 
to a fifth week of vacation or payment of one week's wages (40 hours) at straight time in 
lieu thereof. The Company may also require such employees to take the fifth week of 
their vacation at such time as does not interfere with the operations of the Company. 

(i) Employees with 32 or more years of service with the Company shall be entitled 
to a sixth week of vacation or, if required to work by the Company, payment of one 
week's wages (40 hours) at straight time in lieu thereof. The Company may also require 
such employees to take the sixth week of their vacation at such time as does not interfere 
with the operations of the Company. 

ARTICLEX 

Section 1. Regular employees entering the armed services of the United States 
or employees who are conscripted by the United States Government during a period of 
national emergency shall continue to accumulate full system service and full seniority and 
may return to their former position or one of equal pay and rank, provided they report for 
work with a certificate of satisfactory completion of military or governmental service within 
90 days after their release from active service. 

Section 2. (a) All Company sponsored life and AD&D insurance coverage for 
employees starting an approved military leave of absence will be continued for a period 
of at least 90 days after the employee's leave of absence begins with the same cost 
sharing as before the leave began. 

(b) Company Group Life Insurance of employees returning to Company service 
within 90 days after their release from active service will be reinstated without physical 
examination or waiting period. 

Section 3. None of the foregoing provisions in this Article shall apply to those 
employees who are not eligible for statutory re-employment rights. 
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Section 1. (a) The following days are observed as regular holidays which will be 
recognized on the indicated dates. The Company may change the date for recognizing a 
holiday if the date indicated is changed by a legislative enactment or if the prevailing 
community practice is not consistent with the indicated date. 

HOLIDAY DATE RECOGNIZED 
New Year's Day January 1 
Memorial Day Last Monday - May 
Independence Day July4 
Labor Day First Monday - September 
Thanksgiving Day Fourth Thursday - November 
Day after Thanksgiving Friday after Thanksgiving 
Christmas Eve December 24 
Christmas Day December 25 

(b) If the recognized date of a holiday occurs on a Saturday or Sunday, the 
Company will have the option of either celebrating that holiday on another date which is 
consistent with community practice or paying eight hours of regular straight time holiday 
pay in lieu thereof for the holiday. 

(c) Regular employees whose duties do not require them to work on holidays will 
be paid straight time. Regular employees who are scheduled to work on a recognized 
holiday will be paid at time and one-half for the first eight hours worked in addition to their 
straight time holiday pay. However, those employees who work less than the eight hours 
scheduled will have their straight time holiday pay correspondingly reduced. 

(d) Regular employees who are called out to work on a recognized holiday for a 
period of four hours or less not contiguous with hours worked into or out of the holiday will A-11 
be paid for four hours at time and one-half in addition to their straight time holiday pay. 
Employees who are called out to work on a recognized holiday for more than four hours 
not contiguous with hours worked into or out of the holiday but less than eight hours will 
be paid for eight hours at time and one-half in addition to their regular straight time 
holiday pay. Employees who are required to work more than eight hours on a recognized 
holiday will be paid at the rate of double time for all such work in excess of eight hours. 
An employee must work either his full scheduled day before, or his full scheduled day 
after a holiday to be entitled to receive holiday pay. An employee will not be compensated 
for travel time on a call-out which occurs on a regular holiday. 

(e) When a holiday falls within an employee's vacation, the employee shall, at the 
discretion of the Company, either be allowed an additional vacation day at such time in 
the same year as shall be mutually agreed upon between the employee and his 
supervisor or shall receive eight hours additional pay to compensate for the loss of such 
holiday pay. 
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(f) An employee beginning a leave of absence will not receive holiday pay for 
holidays occurring after the last day worked except when the employee works the full 
calendar day immediately before a recognized holiday which is in the same pay period. 

Section 2. (a) An employee who has completed six months of service with the 
Company shall be entitled to four compensated Personal days off and one compensated 
Diversity day off each calendar year. Requests for Personal/Diversity days should be 
made at least seven calendar days prior to the date requested and must be approved by 
management. However, because of extenuating circumstances, a day off with less than 
a seven calendar-day notification may be approved by an employee's supervisor; such 
approval will not be unreasonably denied. The Company reserves the right to limit the 
number of employees who can be off on a specific day. Individual departments will 
attempt to accommodate as many requests as possible to take a Personal/Diversity day 
or vacation day on Martin Luther King, Jr. Day, Presidents' Day, and/or Good Friday. 

(b) If a Personal/Diversity day is not used during a year, it shall be lost and no 
additional compensation shall be granted. Any employee who resigns, retires or is 
discharged from the Company for any reason shall not receive compensation for any 
remaining Personal/Diversity days. 

(c) Personal/Diversity days must be taken in full day increments. Paid 
Personal/Diversity days will not be considered as absences for purposes of an individual's 
attendance record. 

ARTICLE XII 

Section 1. (a) It is agreed that the present establishment of 40 hours per week of 
the Company will remain in effect, except in those divisions where longer or shorter hours 
are now being worked, and the Company guarantees employment of not less than 40 
hours per week for 52 weeks of each year to all employees represented by the Union as 
bargaining agent, who are available and ready to work, and who are regular full-time 
employees of the Company, except those on a less than 40 hour basis now. No such 
employees shall be required to work more than 40 hours in any one week, consisting of 
seven days, nor more than eight hours in any one day except as hereinafter provided. 

(b) Nothing in this section will affect in any manner the right of the Company to 
make temporary or permanent reductions in forces when considered necessary by the 
Company. 

(c) Nothing in this Agreement shall be deemed to require the Company or the 
Union to commit an unfair labor practice or other act which is forbidden by, or is an 
offense under, existing or future laws affecting the relations of the Company with the 
employees bargained for by the Union. 
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Section 2. (a) The work week of an employee for payroll purposes and for 
determining off-days shall consist of seven consecutive days with a minimum of two 
scheduled off days and be from midnight Sunday to midnight the following Sunday. 
Employees working on a shift beginning two hours or less before midnight will be 
considered as having worked their hours following midnight. 

(b) Regular scheduled hours of work per day will be at straight time for regular 
scheduled work days, time and one-half for the employee's first scheduled off-day in the 
work week, double time for the employee's second scheduled off-day in the work week 
and time and one-half for any additional scheduled off-days in the work week. Any time in 
excess of the employee's regular scheduled hours per day will be paid at the rate of time 
and one-half except the employee's second scheduled off-day worked which will .be paid 
at double time. 

(c) Employees required to work more than 16 consecutive hours will be paid 
double time for all time worked in excess of, and contiguous with, the 16 consecutive 
hours. 

(d) Schedules for all employees will be based on the time prevailing in the City of 
Cincinnati. 

(e) In no case will an employee be forced to take time off in lieu of overtime pay. 
The Company shall be the sole judge as to the necessity for overtime work, and the 
employee shall be obligated to work overtime when requested to do so. When overtime 
occurs in a group or department, where more employees are qualified and available to 
work than are necessary at the moment, the Company agrees to establish a system of 
selecting the employees who are to work, in a sincere effort to equalize overtime work. 
The employees will be notified in advance, whenever possible, when they are required to 
work overtime. 

Section 3. (a) The Union recognizes the need for shift work and weekend work in 
order to provide for continuous operation, and overtime rates will apply as set forth in 
Article XII, Section 2. 

(b) An employee who is transferred from his regular shift to another shift shall be A-13 
notified of said transfer at least 24 hours prior thereto. 

Section 4. (a) Employees called out for other than planned overtime shall be paid A-74 
a minimum of four hours at the appropriate overtime rate. Travel time of one-half hour A-78 
each way will be allowed on a call-out when such call-out exceeds four hours of 
continuous work that is not contiguous with a regular scheduled shift. Employees will not 
be compensated for any travel time for planned overtime; or on a call-out when the 
employee is not released from work before his regularly scheduled shift; nor will travel 
time be allowed when overtime is worked continuously at the end of a regularly scheduled 
shift. 
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(b) Planned overtime shall be defined as time worked upon notice to an employee 
given before leaving his headquarters or place of reporting, or in case of an off-day, 
during or before what would have been his scheduled hours on that day, that he is to 
report outside of his regular schedule on any succeeding day. Such time worked shall be 
paid for at the appropriate overtime rate but not for less than four hours unless such 
planned overtime extends into or directly follows the employee's regularly scheduled work 
day, when it shall be paid for at the appropriate overtime rate for the actual hours worked. 

Section 5. (a) Employees working two hours or more in excess of their normal 
work day, shall receive a meal, or compensation in lieu thereof, and an additional meal, or 
compensation in lieu thereof, after each additional five hours of continuous overtime work 
over and above the original two hours mentioned above. 

(b) Employees called out on either their scheduled off day, or four or more hours 
before his regularly scheduled starting time, shall be furnished a meal, or compensation in 
lieu thereof, for each contiguous five hour interval worked even though he works into his 
regularly scheduled work day. 

(c) The meal compensation allowance referred to above shall be as follows: 

Effective May 11, 2015 - March 31, 2019 
$11.25 

Section 6. It is further agreed by the Company that any manual employee 
temporarily advanced to a higher classification shall receive the minimum rate of pay A-46 
applicable to that classification if such work is for four hours or more. If such work is for 
more than four hours the employee shall receive the minimum rate of pay applicable to 
that classification for the remainder of the normal day worked. In the administration of 
this section of the Agreement, a temporary assignment shall be construed to mean any 
job assignment which is not expected to continue for more than 90 consecutive days. 

Section 7. (a) Employees in this bargaining unit temporarily assigned to a 
supervisory position outside the bargaining unit for four hours or more, shall receive $1.50 
per hour above the maximum rate of pay of either their job classification, or the highest 
rated job classification they supervise, whichever is greater. It is expressly understood 
that employees temporarily assigned to a supervisory position shall direct the flow of work 
and oversee the assignment and completion of work in accordance with applicable 
policies and procedures in the department. However, they shall not have any 
responsibility for making hiring decisions, issuing evaluations or discipline, or moving 
work currently performed by other bargaining unit members into or out of any department. 

(b) Employees promoted to a job outside the bargaining unit and who return to the 
bargaining unit within six months, shall retain all classified seniority accumulated up to the 
date of their promotion. If employees who were in a job outside the bargaining unit for 
more than six months, return to the bargaining unit, they will be placed in a starting job 
classification and receive a classified seniority date behind all employees. No employee 
may return to a bargaining unit job classification if, as a result, an employee represented 
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Section 1. (a) The Company agrees that upon his or her return to work from 
illness or disability, consideration will be given to the employee's physical condition, and, 
if possible, a less vigorous type of work will be granted at no reduction in the employee's 
regular pay for a temporary period to be determined by the employee's and the 
Company's physicians. 

(b) If an employee with 15 or more years of service becomes physically unable to 
satisfactorily and safely perform the regular duties of his classification, an effort will be 
made by the Company to find work of a less strenuous nature for which he is qualified 
and to which the employee will be retrogressed. The employee's wage rate will be 
reduced by an amount equal to the semi-annual merit increase for the employee's job 
classification at the time of the assignment to a job of a lower classification and at six 
months' periods will be reduced by an amount equal to the semi-annual merit increase for 
the employee's job classification until the employee's wage rate is equal to the maximum 
wage rate of the job classification to which he has been retrogressed. 

(c) If an employee with 10 to 14 years of service becomes physically unable to 
satisfactorily and safely perform the regular duties of his job classification, he may request 
a demotion to a lower classification requiring work of a less strenuous nature for which he 
is qualified to perform. If such a demotion is granted by the Company, the employee will 
be assigned to a lower classification and will have his wage rate red-circled until it is 
equal to the maximum wage rate of the job classification to which he has been demoted. 
Employees whose wages have been red-circled and who subsequently achieve 15 years 
of service will become retrogressed in accordance with paragraph (b) above. 

(d) If an employee with less than 1 O years of service becomes physically unable to 
satisfactorily and safely perform the regular duties of his job classification, he may request 
a demotion to a lower classification requiring work of a less strenuous nature for which he 
is qualified to perform. If such a demotion is granted by the Company, the employee will 
be assigned to a lower classification and will have his wage rate established at the 
maximum wage rate of the job classification to which he has been demoted. 

Section 2. Injured employees who are unable to work because of an industrial 
accident will be paid a supplement in an amount equal to one half of the difference 
between what he/she would have received at regular work and the amount received as 
compensation for such injury, for a period not to exceed 26 weeks. This supplemental 
industrial accident compensation will begin after the initial seven calendar day waiting 
period and will continue for not more than 26 weeks of continuous disability. If, however, 
an industrial accident disability continues for two or more weeks, the employee will 
receive this supplemental industrial accident compensation for the initial seven day 
waiting period. 
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Section 3. Upon the death of the designated relatives of an e'mployee, the 
employee, upon request, may be entitled to the stipulated maximum number of calendar 
days off for which the employee is entitled to receive regular pay for not more than the 
indicated number of consecutive working days, including the day of the funeral. No pay 
will be granted for regular scheduled off days. 

Relationship Maximum Consecutive Maximum Consecutive 
Calendar Days Off Working Days Off With Pav 

Spouse or Domestic Partner 7 5 
Child/Step/Foster 7 5 
Mother/Step/Foster 7 5 
Father/Step/Foster 7 5 
Brother/Step 7 5 
Sister/Step 7 5 
In-Laws (father, mother, 5 3 
brother, sister, son or 
dauqhter) 
Grandchild/Step 5 3 
Grandparent/Spouse's 4 2 
Grandparent 

If an employee has reported to work and is notified of a death in the family and leaves the 
job, the day will not be charged as one of the consecutive working days for which the 
employee is entitled to receive regular pay. 

ARTICLE XIV 

Section 1. The Company agrees to erect bulletin boards at locations to be 
selected by the Union and the Company. The use of these boards is restricted to the 
following: notices of Union meetings, notices of Union elections, notices of changes 
within the Union affecting its membership, and any other notices issued on the letterhead 
of the Union and signed by the President and Secretary of the General Board. There 
shall be no other general distribution or posting by the members of the Union of 
pamphlets, or political literature of any kind, except as herein provided. 

ARTICLE XV 

Section 1. Any member or members not to exceed three members elected or 
employed by the Union whose duties for the Union require their full time shall be granted 
a leave of absence by the Company for six months and additional six months' periods 
thereafter, provided that each member is from a different promotional sequence or that 
the Company has granted permission for two members to be from the same promotional 
sequence. On return to the employ of the Company, such employees shall be employed 
at their previous classification or other higher classification within this unit for which they 
may be qualified. 
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Section 1. (a) The Company agrees to notify the Union of the contemplated hiring 
of any outside contractors to do work normally performed by regular employees covered 
by this Agreement. Such notification will be given if it is contemplated that the work will 
be in excess of 2,000 man-hours. 

(b) It is the sense of this provision that the Company will not contract/outsource 
any work which is ordinarily done by its regular employees if as a result thereof, it would 
become necessary to lay off any such employees. 

Section 2. (a) Each employee shall have a specific headquarters for reporting 
for work. However, the right of the Company to effect transfers and reassignments to 
properly run its business is recognized. 

(b) When it is necessary to temporarily assign employees to a headquarters A-15 
other than their own or to a job site reporting location that is further from their home than 
their regular headquarters, these employees will be paid mileage at the prevailing rate 
based on the additional round-trip mileage employees are required to drive. No mileage 
compensation will be paid for the temporary assignment if the other reporting location is 
closer to the employee's home. Employees reassigned (non-temporary assignment) to 
a different headquarters will be paid mileage compensation during the first fourteen 
calendar days of the reassignment. 

(c) When an entire work group is assigned to a new headquarters, paragraph (b) 
of this Article shall not apply. 

(d) Job site reporting and other temporary assignments will be offered on a 
voluntary basis. If there is an insufficient number of volunteers, assignments.will be 
made on a junior qualified basis. When assigning the junior qualified, unusual or 
extenuating circumstances will be taken into consideration. 

(e) Employees may be assigned to drive Company vehicles from and to the job 
site from home or sites close to home. If Company vehicles are used in such a manner, 
the mileage provisions for job site reporting are not applicable. An option to the mileage 
provision is that employees may, during a job site reporting assignment, pick up and 
return a Company vehicle to their regular headquarters, provided travel is on their own 
time. 

ARTICLE XVII 

Section 1. Witness Fees. Regular pay and reasonable or required expenses will 
be allowed employees who may be summoned or requested to testify for the Company. 

Section 2. (a) Employees required to serve on a jury shall be compensated on 
the basis of their regular salary. Employees must report to work during the working hours 
when they do not need to be present for jury duty. 
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(b) An employee working on either a night or afternoon shift at a time when he is 
scheduled for jury duty, who is unable to postpone the jury duty until a time when he will 
be working on a day shift, may request the Company to assign him to a day shift 
schedule. Such a request must be made at least seven working days before the jury duty 
service is scheduled to begin. When the term of jury duty for such an employee has 
ended, he shall return to his normal working schedule. 

ARTICLE XVIII 

Section 1. RETIREMENT INCOME PLAN: (a) Eligible Union employees hired or 
rehired before January 1, 2016 will participate, or continue to participate, in the existing 
Cinergy Corp. Union Employees' Retirement Income Plan (the "Retirement Income 
Plan"); provided, however, that effective January 1, 2009, the cash balance feature 
provided under the Retirement Income Plan shall be amended to provide that all future 
pay and interest credits provided thereunder to eligible Union employees will mirror the 
pay and interest credits provided as of the date of this Agreement under the Duke Energy 
Retirement Cash Balance Plan (i.e., 4% - 7% depending on age and years of service), 
and as further amended under the terms set forth in the April 15, 2015 Letter Agreement 
titled "Amendment to A58 Retirement Plan Agreement. Employees hired or rehired on or 
after January 1, 2016 will not be eligible to participate in the Retirement Income Plan. 

(b) It is agreed that the Company will not reduce the benefits and the Union will not 
request any change in the Retirement Income Plan until the expiration of the Agreement 
on April 1, 2019. 

ARTICLE XIX 

Section 1. Any insurance benefit plans under the Duke Energy Health & Welfare 
Benefit Plans not specifically referenced elsewhere in this Contract (i.e. life insurance, 
supplemental, accidental death and dismemberment and dependent life insurance) that 
the Company maintains and/or implements for the general non-unionized employee 
population shall also be provided to the bargaining unit employees at the same benefit 
levels, costs and plan design structure as for the non-unionized employees. The 
Company has the right to add, eliminate, and alter or to make any other changes to these 
insurance benefit plans or the employee costs for the plans, consistent with any changes 
it makes for the general, non-unionized employee populations. 

ARTICLE XX 

Section 1. HOSPITAL AND MEDICAL PLANS: (a) Health care coverage shall A-42 
consist of the specially negotiated EPO Plan and shall remain in effect for the term of A42b 
the 2008 - 2012 Contract. All terms of the specially negotiated EPO Plan, regarding 
plan design, covered services, premiums and other employee costs, shall be in 
accordance with the 2008 negotiations letter of agreement entitled "Health Care 
Benefits." 
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' (b) Any other health care plans (medical or dental) that the Company unilaterally 
implements at its sole discretion for the general non-represented employee population 
shall also be provided to the bargaining unit employees at the same costs and plan 
design structure as for the non-represented employees. It is expressly understood that 
the right to add, eliminate, and alter or to make any other changes to these health care 
plans or to employee costs for the plans, is reserved to the Company. 

(c) The Company's part of the premium will continue to be paid while an employee 
is receiving illness or accident compensation provided the employee was covered by 
such a contract immediately prior to their sickness or industrial accident. 

ARTICLE XXI 

Section 1. The level of benefit coverage within the medical, dental, flexible 
spending accounts, basic and additional life, long-term disability, and pension plans will 
remain substantially equivalent to the coverages mutually agreed upon during 
negotiations. 

ARTICLE XXll 

Section 1. (a) Eligible Union employees will participate or continue to participate in A-58 
the existing Duke Energy Retirement Savings Plan (the "RSP"); provided, however, that A-58a 
(i) for eligible Union employees in the Cinergy Traditional Formula under the Cinergy 
Corp. Union Employees' Retirement Income Plan (Retirement Income Plan), the 
matching contribution formula (rate and definition of eligible compensation) under the 
RSP will continue to be the formula in effect prior to January 1, 2009 (i.e. 100% match on 
pre-tax and Roth 401 (k) contributions up to 3% of the participant's eligible pay, 50% 
match on the pre-tax and Roth 401 (k) on next 2% of the participant's eligible pay, and an 
incentive match based on the attainment of corporate goals established by Duke Energy), 
(ii) for all other eligible Union employees, the matching contribution formula rate (rate and 
definition of eligible compensation) under the RSP will mirror the matching contribution 
formula provided under the RSP for all eligible union employees other than "Cinergy 
Traditional Employees" as of the date of this Agreement (i.e. 100% match on pre-tax and 
Roth 401 (k) contributions up to 6% of the participants eligible compensation, with no 
incentive matching contribution opportunity), and (iii) for eligible Union employees who 
are not eligible for the Retirement Income Plan on or after January 1, 2016, the RSP shall 
provide the employer retirement contribution formula (rate and definition of total pay under 
the RSP that mirrors the employer retirement contribution formula provided for all 
participants who are not eligible to participate in a defined benefit pension plan (i.e.4% of 
total pay) as of the date of this Agreement. 

(b) The RSP is contained in the existing Duke Energy Retirement Savings Plan as 
amended and restated effective January 1, 2014 and as amended by an amendment 
dated December 19, 2014. 
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(c) The Company hopes and expects to continue the RSP' indefinitely, but must 
reserve the right to alter it or discontinue Company contributions to it for a time. 
However, under no circumstances shall any part of the corpus or income held by the 
Trustee of the RSP be recoverable by the Company or be used for or diverted to any 
purposes other than for the exclusive benefit of the employee participants or their 
beneficiaries as provided in the RSP. 
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IN WITNESS WHEREOF, the Utility Workers Union of America, AFL-CIO, Local 600, 
formerly the Independent Utilities Union, Cincinnati, Ohio and Duke Energy Ohio, Inc., 
Duke Energy Kentucky, Inc., do hereby, by their du~orized agents, execute and sign 
this Agreement in duplicate on this ..L.5:__ day of ~ , 2015. 

0, INC. 
TUCKY, INC. 

(_ 

Lisa A. Gregory 
Human Resources Prlncipal 

, . . ' - I , / 

• ,,(.A ' 'lv'' .I A;'~ t///.t/( 
Michael A. Ciccarella 
Senior HR Consultant 

UTILITY WORKERS UNION OF AMERICA, 
AFL.CIO, LOCAL 600 

Treasurer 

(~ 
D.L. Wallace 
Delegate 

-- \ ~L ·~~ I l \_L~~t " 
Lisa Webster " 
Delegate 
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