
REQUEST: 

Duke Energy Kentucky 
Case No. 2017-00321 

Staff First Set Data Requests 
Date Received: August 25, 2017 

STAFF-DR-01-039 

Provide all current labor contracts and the most recent labor contracts previously in 

effect. 

RESPONSE: 

The following labor documents were provided in the testimony as Attachments TS-7(a) 

through (f): 

• UWUA Contract 2015 - 2019 

• UWUA Sidebar letters 2015 - 2019 

• IBEW 1347 Agreement 2014-2017 

• IBEW 1347 Sidebar letters 1973 - 20 17 

• USW 12049 & 554 1-06 Contract and Sidebar letter 2016 - 2021 

See ATTACHMENT STAFF-DR-01-039(a) - 2012-2015 Sidebar Leter Book; 

ATTACHMENT STAFF-DR-Ol-039(b) - 2011-2016 USW Historical Sidebar; Letter. 

The US W stopped performing electric work in mid 2014 and now only performs gas 

work . 

ATTACHMENT STAFF-DR-Ol-039(c) - 2012-2015 UWUA Local 600 Agreement; 

ATTACHMENT STAFF-DR-Ol-039(d)-2011-2016 Midwest Union Contract and 



ATTACHMENT ST AFF-DR-01-039(e) - 2017-2022 IBEW 1347 Agreement. The new 

2017-2022 !BEW 134 7 Agreement is not yet finalized, however included is the 

Agreement document and any new letters and contract language changes. 

PERSON RESPONSIBLE: Thomas SiJinski 
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A Duke 
1-Energy® 

HISTORICAL SIDEBAR LETTERS 
2012 - 2015 

Between 

Duke Energy Ohio, Inc. 
Duke Energy Kentucky, Inc. 

and 

Utility Workers Union of America, 
AFL-CIO, Local 600 i 

!· 
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Historical Documents Preserved 

And Made A Part Of This Agreement 

For Interpretation And Application 

The index and marginal references in the Labor Agreement to documents in 

Appendix A are intended only for convenience in administerin.g the Labor 

Agreement. The index and marginal references and Appendix A are not 

intended to list every document that could be applicable to any factual situation 

arising under a given Article or Section of the Labor Agreement It is also not 

intended that each document referenced in an Article or Section will be 

applicable to any or all factual situations covered by the referenced Article or 

Section. No inferences, presumptions, or conclusions shall be drawn by the 

Company, the Union, or any arbitrator from the indexing of, a marginal reference 

to, or failure to reference any document listed in Appendix A 
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HISTORICAL DOCUMENTS PRESERVED AND MADE PART 
OF THIS AGREEMENT FOR INTERPRETATION AND APPLICATION 

INDEX BY DOCUMENT NUMBER 

Document 
Document Date Article Subject 

Number 
A-1 12/22/1971 IX, 5(c) Vacation Selection 
A-2 07/16/1974 V, 4(b) Inter-Department Transfers 
A-3 03/28/1977 V, 2(c) Multiple Posting System in Property Department 
A-4 03/28/1977 V, 3(d) Testing Procedures When Employees Promote 
A-5 04/13/2012 IX, 4 Leaves of Absence 
A-6 04/18/1989 V, 6 Hiring Co-ops - Union Notification 
A-7 04/18/1989 V, 2(c) Multiple Posting System - Electric Operations 
A-8 04/13/2012 IX, 5(c) Partial Day Vacation Administration 
A-9 04/18/1989 I, 2{c) Falsification and Tampering with Company 

Records 
A-11 04/16/1992 XI, 1(d) Holiday Call-Out 
A-12 04/16/1992 XII, 2(a) Flextime 
A-13 04/16/1992 XII, 3(b) 24 Hour Notice - Change of Shift 
A-14 04/16/1992 I, 1 (a) Reorganization of Distribution Operations 

Division 
A-15 04/16/1992 XVI, 2(b) Out-of-Town Work or Training 
A-17 04/13/2012 XII, 2(a) Four 10-Hour Day Guidelines 
A-18 04/16/1992 VII, 1(a) Personal Attorneys 
A-20 07/19/1994 V, 2(e) Gas Operations Trainer 
A-21 01/11/1998 V. 2(e) Customer Projects Resource Specialist 

VIII, 1(a) 
VIII, 1(i} 

A-30 05/29/2002 V, 2(a) Journey Person Job Sequence 
A-32 05/29/2002 II, 1 Time Off for Union Duties/Business 

111, 1(b} 
VII, 1(a) 

A-38 09/02/1998 VIII, 1(i) BOGAR Job Evaluation System 
A-39 12/05/2000 V, 2(a) Decentralization of Order Completion Work 
A-40 12/29/2000 VIII, 1(e) Manual, Clerical and Technical Job 

VIII, 1 (h} Classifications 
VIII, 1(i) 

A-41 05/14/2003 VIII , 1(i) Disconnect Non-Pay, Succession and Special 
Reads 

A-42 06/10/2004 XX. 1(a) Post-Retirement Medical 

34 
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Document Document Date Article 
Number 
A-42a 04/13/2012 XX, 1 (a) 

A-44 04/13/2012 V, 2(e) 
VIII, 1(a) 
VIII , 1 (i) 

A-46 04/21/2005 Xll,6 

A-48 04/21/2005 V, 7(a) 
VIII, 1(a) 

A-49 04/21/2005 V, 3(a) 
A-50 04/21 /2005 IX, 2 
A-51 04/21/2005 XI, 2(a) 
A-52 04/21/2005 IX, 5(a) 
A-55 04/21/2005 V, 3(a) 
A-57 06/02/2008 XX, 1(a) 

XXI , 1 
A-58 06/02/2008 Misc. 
A-59 0610212008 Misc. 

A-60 06/02/2008 Misc. 

A-61 04/13/2012 V, 7(a) 
VIII, 1(a) 

A-62 06/02/2008 Misc. 
A-63 06/02/2008 Misc. 
A-64 04/13/2012 VIII, 1(a) 
A-65 04/13/2012 V, 2 
A-66 04/13/2012 V, 2(a) 

V, 2(e) 
A-67 04/13/2012 V, 2(a) 

V, 2{e) 
A-68 04/13/2012 V, 2 

VIII, 1(e) 
A-69 04/13/2012 Misc. 
A-70 04/13/2012 Misc 
A-71 04/13/2012 XII, 2(b) 
A-72 04/13/2012 XVI , 1 
A-73 11/16/2009 Misc. 
A-74 03/31/2011 XII, 4(a) 
A-75 01/16/2012 Misc. 
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Subject 

Amendment to Sidebar Letter A-42 Post-
Retirement Medical Benefits 
CPC Letter 

Temporary Upgrading in Clerical and Technical 
Jobs 
East Meter Reading 

lnterplant Seniority Rights 
Treatment for Substance Abuse 
Personal/Diversity Day Requests 
Vacation Carryover 
Job Elimination Situations 
Health Care Benefits 

Retirement Plan Agreement 
Sabbatical Vacation Bank and Vacation Credit 
Programs 
Union Employee Annual Incentive Program 
(UEIP) 
Cincinnati Call Center 

Part-Time Employee Benefits 
Meter Reading Travel Allowance 
Revenue Services Representatives 
Competency Based Selection 
Seniority Listing for Filling Office Coordinator 
Positions 
New Service Contact Center 

Customer Relations Bid Area 

Meter Reading Transition Assistance Program 
Voluntary Severance Program 
Overtime Provisions 
Outsourcing Affecting Job Elimination 
LIT Job Progression 
On Call Rotation - Local IT Support 
G.1.S. Job Progression 

35 
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THE' CINCINNATI GAS & ELECTRIC COMPANY 
' CINCINNATI.OHIO "'5201 

December 22, .1971 

Mr. Charles J. Neuhaus 
Chairman 
Independent .Utilities Union 
P.O~ . Box l .757·. 
C.tncinnat:L, .Ohio 452 01. 

Dear Mr. Neuhaus:· 

~rence ·is· made :to. our di.scus sion at ·a mee~g on. November. 30, 
l97.l and to lQur letter of DeeelllbeJ:i l, ,19-71, .conci!x'n~g a· uniform 
vacation !;el:eC:tion procedure ·for· 'eniployee·s: rep'r-esented by the l:n4eoo: 
perideJit .utilities· Onion. · 

In .accordance :wi.th :Our conversation, ;the· ~CoJllPatiY will adopt 
the ::m1J.owi.~9. vacation selection· proee'duxe~ effeCt.ive :January l., . 

. r9.72 :: · · · · · ··· 

Preference :for the ·first t"WO Weeks of yac,ation· .to whioh . 
an· einployee l.s. entitled will be :consider.ed with:ln a j<>b' ·c1as ... · 
si:fication at each particular work .lo·catic<>n on a system serVice . 
basi~., Empli:>yeea· entitled to . .irore ':than· a two week vacation· 
Ill:'1Y- select .that · additional. vacat:t.on on' a system servi.ee· :,basis 
after all ' elig!i.:ble employee's within the job .classi'fication at 
eaeh parti.:cui:ar .work. location ·have. had an opportunity ·to ·se-: 
ledt .the: :dates for at least .two weeks of their vacation. · 

It is emphasi"zed th.:lt .. this. procedure :will in no way affeet .the com­
pany• s . right to deterinille tha number of employees woo· may take a 
Va.cation. at aJlY one '.ti111e; 

Please confim that ·the ·procedure .stated in this ·1etter is sat-: 
isfaoto~y to. the Union so .that· ·the vari~us· ·affecte~ Company dep'artmen'ts 
may be ·notified prior to. January. l,· .197.2. · 

Very truly yours ,· . 

Qµe.~ 
Robert B. ~es· 
Manager 
Industrial Relations 

A-1 
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(Due to the deteriorating condition of1he original, this letter has been retyped.) 

July 16, 1974 

Mr. Charles J. Neuhaus 
Chairman 
Independent Utilities Union 
P.O. Box 1757 
Cincinnati, Ohio 45202 

Dear Mr. Neuhaus: 

During the 1974-1977 negotiation meetings, the committees of the Company and the Independent 
Utilities Union discussed interdepartment transfers to different job classification and lateral bids and 
their effect on classified seniority. The following procedure has been implemented as a result of the 
negotiations and subsequent discussions with representatives of the Union. 

Individuals who laterally bid or transfer from one bidding are to another will receive classified 
seniority dates based on the dates they enter the new job classifications in the new bidding area. 
However, when an employee's move is delayed, consideration will be given to the proper adjustment 
of the employee's classified seniority rank so that the employee will not be penalized with respect to 
future opening within the new department. When such employees bid on future openings in the new 
department, they will be ranked on the basis of their classified seniority date in that bidding area. 
Should these employees bid on an opening posted outside their immediate bidding area, their wage 
level seniority will be used in determining their ranking for consideration on the posting. In 
accordance with past practice, departmental personnel will be given first consideration on an initial 
1.U.U. wide posting. 

The only exceptions to the above procedures are for the following employees in the Customer 
Services Division of the Customer and Public Relations Department: Douglas Ray Deaton. 
Patricia L. Lindsay, and Ronald Eugene May. These employees. as was agreed during the 
negotiations, will be ranked according to wage level date on all promotional bids after they acquire 
the minimum work experience required for a promotion. 

The procedure described in this letter applies only to transfers and lateral bids across bidding areas. 
Wage level seniority will continue to govern on lateral bids within a bidding area where specific 
procedures have previously been established. 

The Company believes that the described procedures will conform with the agreement reached 
during the discussions at the 1974 negotiation meetihgs and will eliminate the potential for 
employees who transfer or laterally bid into another bidding area frorn subsequently acquiring more 
seniority than incumbent employees within the same classification . If the Union concurs w ith these 
arrangements, please initial and return the attached copy of this letter. 

Very truly yours, 

Robert L. ayrnes 
Manager 
Industrial Relations 

cc: L. M. Dagenbach 
R. G. Graham 

A-2 
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(Due to the deteriorating condit.ion of the original. this latter has been retyped.) 

March 28, 1977 

Mr. E. Edward Divine 
Chairman 
Independent Utilities Union 
P.O. Box 1757 
Cincinnati, Ohio 45201 

Dear Mr. Devine: 

During the 1977 negotiation meetings, the Company and the Union agreed to the introduction of a 
multiple posting system into the Property Department. This system is designed to speed up the 
process of filling j ob openings in the clerical and manual groups of the Department. For the purpose 
of posing job openings, accepting bids and selecting qualified applicants for job classifications 
bargained for by the Independent Utilities Union the existing northern, southern, eastern and western 
divisions of the Department will remain unchanged. Through multiple posting any known original job 
openings that the Company decides to fill will be listed on the posting. Any equal or lower level job 
that opens as a result of the original postings may be fi lled as a resultant available opening. In 
addition, any original job opening that becomes available during the posting period may also be filled 
as a resultant available opening. However. the Company must maintain the right to discontinue the 
filling of openings at any level of the procedure. 

To clarify the procedures, the meaning of certain terms used herein are defined at follows: 

A "posting" is the announcement of a job opening on the proper forms which are 
displayed on the bulletin boards of headquarters within the four divisions of the 
Property Department. 

A "bid" is a written request of an employee on the proper form for consideration for 
an opening. 

A "cross-bid" is a bid for an opening in the same job classification in another Division. 

A "lateral bid" is a bid for an opening in a different job classification having the same 
maximum rate of pay. 

A "promotional bid" is a bid for an opening in a job classification having a higher 
maximum rate of pay. 

Any Property Department employee may submit a bid at any time. It is not necessary that a job 
opening be posted before a bid can be submitted. Only one promotional bid, one cross-bid or one 
lateral bid can be made on a single bid sheet. The bidder may also indicate on the bid sheet his 
preference for geographical division in numerical sequence. The bid sheet on file with the latest 
date as of the closing date of a particular posting will be used in processing that posting. It is 
imperative that the employee be continually aware of the bids he has on file, as well as his 
promotional opportunities. An employee accepted on a valid bid must accept the new job 
classification or new location. 

A-3 
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To be valid, a bid must be made out in duplicate and signed by the bidqer's supervisor on or prior to 
the closing date of a posting. One copy of the bid will be returned to the bidder and the other copy 
will be forwarded to the general office of the Property Department. All bids submitted in the 
beginning of a calendar year will be reta ined and used for processing all postings for the calendar 
year unless changed by the employee. 

The acceptance of a bidder on a posting will invalidate all bids of that employee and the employee 
must submit new bids for consideration on future openings. Any individual bid can be invalidated 
(withdrawn) by submission of a similar bid with a later date' or by the bidder submitting a bid sheet 
requesting cancellation of all previous bids. in addition. all bids become invalid on December 31 of 
any year. This will require new bids to be submitted on the first working day of each year or as soon 
thereafter as practical. 

After a job posting has closed the ranking of applicants will be determined on the basis of 
qualifications, promotional sequences. and classified seniority. Bids will be considered in the 
following order: 

1. Cross-bids 
2. Lateral bids 
3. Promotional bids 

The successful applicant on lateral and promotional bids may be required to qualify by means of an 
examination if specified by the applicable job descriptions. 

Requests for specific job assignments, locations. or shifts within a division may be made in writing to 
the supervisor in charge of that division. The supervisor will forward a copy of such request to the 
general office of the Property Department for filing. These requests will be considered by the 
division supervisor when an opening occurs and prior to the posting of such an opening. However, 
employees may not exercise their seniority to assure a particular job assignment, location or shift 
within a division. Requests for assignments will be retained in file until December 31 of any 
particular year and will be given consideration when job openings occur in the division in which the 
applicant presently works. 

A "results of job opening'' will be posted after all bids have been processed. This form will indicate 
the successful applicants, the headquarters. shift schedule. type of change and effective date. Any 
applicable payroll changes will be effective on the date which is designated on the multiple posting 
results sheet 

If, as the result of a job posting, an original opening or any resultant opening cannot be filled by an 
employee within the Property Department. that job may be posted Company wide. 

In addition to permitting more than one cross-bid per posted opening, it is believed that this 
procedure will materially reduce the time required for the filling of job openings thereby expediting 
the promotion of employees. It is contemplated that this change in procedure in the Property 
Department will become effective on or about May 1, 1977. 

Very truly yours, 

Arthur R. Ehrnschwender 
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(Due to the deteriorating condition of the original, this letter has been retyped.) 

March 28, 1977 

Mr. E. Edward Divine 
Chaimian 
lndependeni Utilities Union 
P.O. Box 1757 
Cincinnati, Ohio 45201 

Dear Mr. Divine: 

During the 1977 negotiations, the committees for the Company and the Union discussed the 
1esting procedures which are utilized in many promotional sequences when employees 
promote. 

In certain areas of the Company, an employee is tested on the basis of the job from which he 
promotes. In other instances. testing is based on the job into which an employee will progress 
and is given within a certain time interval before or after the employee is accepted. Further, the 
re-testing time interval for employees who do not successfully complete a promotional test 
varies in different departments. In certain areas of the Company, employees may be pre-tested 
for future promotional openings. The Union has requested that such advance testing be made 
available to employees for the next job in their promotional sequence even though an opening 
may not exist. 

The Company is not opposed to advance testing in those situations where a supervisor agrees 
that such advance testing is in the best interest of all concerned. It must be realized, however, 
that in some areas of the Company, methods or technology often change so that advance 
testing is not practical, in such instances the material upon which an employee is tested may be 
altered substantially at the time an employee may ultimately be promoted. An employee who 
wishes to be considered for this advance testing should consult with his supervisor. The 
supervisor will appraise the employee if such testing is permissible and, if not, the supervisor 
will explain to the employee why his request may not be granted. 

It is thought that this letter will clarify any misunderstanding that may have existed concerning 
advance testing. 

Very truly yours. 

Arthur R. Ehrnschwender 

A-4 
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!tll Energy® 

April 13, 2012 

Mr. James Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Leaves of Absence 

Dear Mr. Anderson: 

KyPSC Case No. 2017-00321 
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During 2012 contract negotiations, the parties discussed Sidebar Letter A-5 dated April 
1 O, 1986 regarding good cause for granting leaves of absence. The parties recognized 
that there have been significant legal developments since 1986, including but not limited 
to passage of the Family Medical Leave Act (FMLA) and the Uniformed Service 
Employment and Reemployment Rights Act (USERRA). Given these and other similar 
developments, the parties agreed to replace the April 10, 1086 Sidebar Letter as set 
forth herein. 

The Company understands that employees may need to be away from the workplace at 
times for legitimate reasons. The Company further recognizes that time away from 
work is important to maintaining a healthy work-life balance. At the same time, the 
Company depends on a responsible and dependable workforce to serve its customers 
and meet its business goals. 

To balance these interests, the Company provides leaves of absence for qualifying 
reasons, such as for new parents, medical issues (experienced by the employee or 
eligible family members), military service, caregivers, education, and other personal 
reasons deemed by the Company or its third party administrators to justify a leave of 
absence. Leaves of absence may be granted for up to a maximum of six (6) months, or 
as otherwise set forth in the applicable summary plan description. 

All leaves of absence are provided in a manner consistent with applicable laws. To the 
extent that a leave of absence provided by the Company is over and above the 
employee's legal entitlement, it is recognized to be a privilege and not a right of the 
employee. Such leaves are granted at the discretion of the Company. While never 
desirable, an employee's absence in most situations can be tolerated more so during 
certain times of the year than other times. 

It is difficult to enumerate the variable circumstances under which employees may be 
granted personal leaves of absence. The Company evaluates each request on an 
individual basis in light of the surrounding circumstances specific to such request. For 
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example, leaves of absence will not be granted for individuals who are absent due to 
incarceration or for individuals who want to try full-time employment elsewhere. 

Employees are expected to cooperate with providing supporting documentation in a 
timely and truthful manner as needed by the Company and/or its third party 
administrators to manage the leave process consistently. Employees also are expected 
to keep their management apprised of their return-to-work status and any work-related 
restrictions prior to returning to work. Advance notice of the employee's return-to-work 
date and of any work-related restrictions is necessary for business planning and to 
ensure compliance with applicable laws. 

It is believed that this letter accurately describes the parties' agreement. 

Very truly yours, 

JlW·~ 
Vice President, Labor Relations 
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CG&E The Energy Service Company 

Mr. Patrick G. Bl'Bdford 
Chairman 
Independent Utilities Union 
P. 0. Box 1757 
Cincinnati, Ohio .. 45201 

Dee.r Mr. Bradford.: 

April 18, 1989 

During the 1989 negotiations, the parties discussed the possibility of the 
Company notifying the Union of the initlal elllployment of co-ops in two year 
Associate Degree pNgrBmS. 

As agreed during these negotiations, Department Managers will attempt to 
inform the Union delegates whenever a two year co-op is hired within their 
areas of responsiollity. 

It is thought that by proceeding in this manner, the concerns expressed by 
the Union during the negotiating meetings will be alleviated. 

Very truly yours, 
I 

~J?.-L....t G': IJ°r-~/ 
Robert E. Byrnes 

A--6 
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- CG&E · ·The Energy Service Company 
The Clnclnrlati Gas & Electric: C<llnparfj 
P.O. Box 960 Cinemati. Ohio 45201-0960 

Mr . Patrick G. Bradford 
Chairman 
Independent Utilities Union 
P. 0. Box 1757 
Cincinnati, Ohio 45201 

Dear Mr. Bradford: 

April 18, 1989 

KyPSC Case No. 201 7-00321 
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During the 1989 negotiation meetings, the committees for' the Company and 
the Union discussed the multiple posting procedure as administered in Electric 
Operations with respect to job openings which become available after the posting 
date of a part:icuJar posting. 

The established posting procedures have provided that positions which 
become available after a posting date but before a job posting is proces,sed, are 
included in the original posting. This procedure is thought to sel"Ve the best 
interest of employees and the Company; employees benefit because additional job 
opportunities become available at earlier dates and the Company benefits 
because it obtains necessary manpower at earlier times . This procedure allows 
employees to promote• lateral or cross bid to another job or work location when 
that particular job may not have been specifically listed on a posting notice es 
being available. Bmployees who complete bid sheets in the normal and 
accustomed manner can obtain a benefit from the early filling of a job. 

The Union has requested that any original apeningl; in job classifications at 
a higher level than those indicated on the initial posting 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 intentions of the posting procedure . to evaluate such openings as they 
may occur. 

As a result of the Union's request, any additional openings which become 
avei.lable after the posting date at either a higher level in the same job 
sequence as those original jobs posted or at any level in a different promotional 
sequence will necessitate an addendum posting or a subsequent posti~g. The 
management of the Company will evaluate whether or not to hold that opening( s) 
until a suQsequent posting or to post en addendum to the original posting. If 
an addendum h; added to a posting, the entire posting will remain open until 
seven (7) calendar days after the addendum is posted . . 

It is emphasized that this change in procedure in no way will restrict the 
Company's right to determine its manpowei: requirements at particule.l' locations 
.or its authority to determine when to post a particular job. The ?esponsibility 
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fol" this function must be reserved to the management of the Company. The 
Company must also r:etain the right to cancel a posted opening at any time. 

Implementation of this revised procedure will hopefully satisfy the Union's 
request concerning listing original openings under the multiple posting system 
in Electric Operations. 

Very truly yours, 
.r; 

<::fl~, e. 1~r"/ 
Robert E. Byrnes 

\ 
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r#Energy® 

April 13, 2012 

Mr. James Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Partial Day Vacation Administration 

Dear Mr. Anderson : 
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During 2012 contract negotiations, the parties discussed the granting of vacations in 
less than one day increments. 

As was agreed, 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 of one-half the employee's scheduled work day but not less 
than four hours. It was further agreed that requests for these partial days must be made 
at least seven 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 seven (7) calendar day notification may be approved by an employee's 
supervisor. 

Currently there are some departments that allow, business needs permitting, employees 
to take partial vacation days in less than half day increments. It is agreed that individual 
departments will have the ability to grant vacation requests for less than half day 
increments at their discretion. 

It is believed that this letter accurately describes the parties' agreement. 

Very truly yours, 

~-~ 
J~~'_ Alvaro 
Vice President, Labor Relations 
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CG&E · The Energy Service Company 
~OncinnatlGas& Electric~ 
P.O. Box 960 Oncmati. Otio 45201-0960 

Mr. Patrick G. Bradford 
Chairman 
Independent Utilities Union 
P. 0. Box 1757 
Cincinnati, Oirlo 45201 

Dear Mr. Bradford: 

April 18, 1989 

During the 1989 negotiation meetings, the comtnittees for the Company 
and the Union discussed the degree of disciplin~ to be administered to 
employees who falsify or tampel' with Company records. 

Many employees represented by the Union are in positions of trust 
concerning Company records and accounts. The management depends upon 
the integrity of each employee in the performance of his or her various job 
duties and responsibilities. The importance of this reliance upon complete 
employee veracity cannot be overemphasized. 

In many disciplinary situations, the CotDJ)8.ny adheres to a policy of 
progressive and constructive discipline in· order to impress upon employees 
the nature of Company expectations. However, as mutually agreed upon 
during the negotiations, employees whose dishonest acts adversely affect the 
Company will be summarily discharged. For example, it has been a long 
established Company policy that all meter reading personnel will be tel'Diinated 
who curb readings, falsify Ncords, or are guilty of defalcation; inunecliate 
discharge for these activities will continue . 

Employees in various departments have access to Company and other 
accounting and business records and are confronted with situations where 
circumstances could allow indiscretions for their personal gain or the benefit 
of others without proper re11Il1Jleration to the Company. Many positions of 
trustworthiness couJd be misdirooted to a manipulation or falsification of 
Company records in a fraudulent 1 larcenous, or othel'Wise dishonest manner. 
As agreed, such activities will result in immediate termination of employment . 

If the types of activities oc~r as described above, the Company will 
react in good faith UJ>OD a full, fair, and impartial investigation. The 
Company Will take every precaution to evaluate particular incidents in full 
light of all circulllStances in order to make certain that any swnmary 
termination is not undertaken in an arbitrary, capricious, or disparate 
manner. 

Veey truly yours, 
. . "') 

~-t ¢ . '~r'=~'v 
Robert E. B~es A-9 
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Mr. Pat:cick G. Bradford 
Chcdrman 
Independent UtWties Union 
P. o. Box 1757 
Cincinnati, Ohio 45201 

Dear Mr. Bradford: 
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April 16, 1992 

Dm::in9 the 1992 negotiatign 111eet:in9s, representatives of the Company 
and the Union discussed the negotiated intent and the current administration 
of holiday call out provjsions contained in Art::ic1.e XI, section 1 (d) of the 
Agree111ent. 

There was no dispute between the parties as to how an employee is 
compensated fbr any can out -assignment where an the hours 'Worked by . the 
individual were entirely wjthin the holiday (midnight to lnidnigbt). When 
such C3ll out assignments are fOr four hours or less the employee receives 
four hours pay at the appropr:iate overt:hna rate and no travel pay. When 
sueh call outs are :mare than four hours but less than eiqht, the employee 
receives eight hours of pay at the appropriat.e overtime rate and no travel 
pay. When an employee works entirely w.ithin the holiday for more than eiqht 
hours; all hours worked after eiqht hours are oompensated at the double time 
rcrt:e at pay with no travel pay. The area af dispute between the parties 
concerns those call. out assiqnme'nts which are worked o:mt:iguous to hours on 
the day before or the day 8t'ter a hal:iaay. 

In order to completely resolve this matter, the company is willing to 
compensate the employee tor one hour of travel time at the appropriate rate af 
pay far can. outs of fcur hO\lrS or more oontiguous with hours worked into or 
out of a company recognized haliday. However, t.he guarantee af eight hours 
pay fgr a call out that is 111ore than four hours but less than eiqht that js 
contained in Art:fc1e XI, Sect:ion 1 (d) win net apply to can outs that are 
cont:19Uous with hours into or out o! the holiday. 

By proceeding in this manner, .it .is thought that a conliistent and 
equitable manner of administer.ing the holiday pay prcvjslons ct the Agreement 
can be attained. 

d:o~ 
Edward R. Schuet:ts 

A-11 
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CG&E The Energy Service Company 

Hr. Patck:k G. Bradford 
Chalrman 
IndependeJlt Utilities Union 
P. O. BOX 1757 
Cindnna~ Oh.fa 4fi20l 

Dear Mr. Bradfcrd: 

April 16, 1992 

Dut:in9 the 1992 negGtiaticn 111eet:in9s l:>et:Ween the Company and the 
Onion, the comanittees discussed the use cf flextillle. 

As was discussed clw:ing these meatin9s, .it is the pal.icy ~the Company 
to use t]SXtime programs in those work · groups where such scheduling is 
deemed appropr.:late by the Department Manaqer. Although the company 
reserves the riqht to discontinue the use of .flextime where appropriate , jt 
will meet -with the Un:lon before proceeding. 

It :is thouqht that th.is will adequately describe the discussion concerning 
t1Us matter. 

Very truly yours, 

~~ 

A-12 
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Mr. Patrick G. Bradford 
Chairman 
Independent utilities urucn 
P. O. BOX 1757 
Cinc:innati, Ohio 45201 

Dear Mr. Bradfard: 
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April 16, 1992 

Dw::inq the 1992 ne9at!aticn meet:inqs, the oomnifttees for the Company 
and the Union discussed t.he ohanqe of schedule prov.lsion in Article XII, 
Section 3 (b). 

Although the language in the current Aqreement stat.es' that an employee 
wID. receive at least a 24-hour not:l.ce ot a change in shift, the Company wfil 
attempt to give at least a five calendar day notice of suc:h changes. 

It. is thought that this is a fair and equitable pa1icy which will satisfy 
the interests of. an. ccnc:erned. 

very t:rUly yours, 

.. c;LQRJbr 
Edward R. Schuette 

A-13 



CG&E The Energy Service Company 

Mr. Patrick G, Bradford 
Chairman 
Independent otilities Union 
P. O. BOX 1757 

· cinclnnati., Ohio 45201 

Dear Mr. Bradford: 

April 16, 1992 
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During the 1992 negat:iat:icns, the committees far the Company and the 
Union dfsoussed the reorganization at the Distr.ibution Operations Division 
of the Ela±ric Systems Operations Department. 

As was agreed during these negctiations, the supervjsory positions wXhin 
thls secticn will have· the flex:il:xility to perform bargaininq unit work when an 
Operations Tec:hnidan .is unavailable to readily respond t:o a cusb;)mer inquiry 
that needs immediate attent:icn. On those ocrasions supervision Will tie able to 
:invest:iqate, :resolve and recommend sahlt:ions t.o customers about their 
inquiries. They may also be setting test equipment and or preparing wrlt:ten 
recommendations for customers. lt ;is anticipated that the performance of this 
barga:ininq umt work will be minimal. As stated during the negotiations, :it. is 
thought that supe.rv.isory employees will only perform these types of operations 
on an avera9e ct one per. week. In the event that the Operations Technician, 
assigned to a sped& area, .is on vacation, that average nay .increase to 
approxiln<Jtely two tc three per week. This agreement does not restrict 
supervjsary employees from dai.ng work they previously perfClrllled. 

lt is thou9ht that this agreement will enable us t.c better serve our 
customers. 

A-14 



CG&E The Energy Service Company 
TlleCita>nati Ga$ & Elecuic Company 
P.O. &:!! 900 Cincnnali. Ol1o 45201-0960 

Mr. Patr::ick G. Brad.fare 
Chairman 
Independent tJtilit:ies Union 
P . o. Box 1757 
Cincinnati, Ohio 45201 

Dear Mr. Bradford: 
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Apri l 16, 1992 

Du:rin9 ~e 1992 neqot::laticn meetings, representatives !or the Company 
and the Unicn discussed the polides and procedures to be ut:il:ized when 
ell!ployees are required to work er train ~ out~-tcwn lt:cat:icns. 

The mode of t:ansportation to be utilized f"Or aD. out-of-town trips wiil. be 
determined l:>y tl'le company. Commerc;:ial a.:irJjnes w.iD. :be used whenever 
possible~ The Company wjD, normally 1'urnish roundtrlp airline tickets (tow:ist 
or c:oach class) between tha Greater' Cincinnati Airport and the paint of 
dest:inat:ion. If pt:icr arrangements are Jnade and the Company agrees, 
employees may drlve tD and from their destination and be reimbursed at the 
appmpr.iate m.ileaqe Rte but not exceeding the exist of · the roundb::ip airline 
ticket. Each individual request wlD. be evalllated by the company before 
determining if alternate transportation w.01 be permft:ted . Employees utilizing 
the personal car option will not be granted additional tiJne off from their 
regular scheduled wcrk week in order to meet travel schedules not arranqed 
by the Company. Nar wiD. any other expenses such as personal. auto repairs 
and insurance, extra meals or lodging :be reimbursed by the Company. 

Normally the Company w.ill arrange far, and -pay any living acccmmoclaticn 
expenses. Occasionally, there will be tiJlles when employees w.iD. be responsillle 
far d:ira::t payment prkir to laavinq the notel/motel.. In this case, the 
employees will receive a!ivanc::e payment mr the applicable rcom rates and must 
re:::onc:ile tl\eir acc:ounts personally. During most ether out-of-town trips, 
prier arrangements may perm.it invaidn9 at applicable hotel/mot:el room c::::cst.s 
clirec:tly to the Comp~y . In this sn:uaticn , involved employees will. net receive 
any d.i:rec::t payments for room c:osts. other types of accommodations Will :be 
handled on a case-by-case basis with methods cf payment appropciate to the 
situation. 

For extended t:x:ips, employees will be in!ormed pr.itlr to leavinq tar the 
out-of-t:Dwn assiqnment as to the number af return tdps to Cincinnat::i. they will 
be aJlgtted. 'Fer these return trips, tha Company w.il1. normally furnish 
transportadcn. In the event that visits home are granted and taken, the 
Company wjil :rei:mburse each employee for :rgundt:rlp transportation costs only. 

A-15 
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The Company may establl.sh and pay an appllcahle per <ilem rate :in 
advance for each ~wn day and each travel day. This nt:e, wblch ~Y 
vary between :indivldual. cut-of-'tcwn Jtx:aticns, will. :include all ether expenses, 
such as meals, laundry, t:e:lephone calls, tips, etc. 'rranSport:at:!n and lodging 
wm not :be included in the daily per diem amount that each amplcyee wm 
receive. Any expenses :Incurred over and al:lova tJ\e st::l:pul.atee\ per diem 
amount fer any given trip wm ):)a the. responsibility of the employee. 
AJternately, the Company may ela::t to reimburse employees far the direct 
reasonable expenses far such it:e111S as meals, laundry, telephone call:s, tips, 
etc. The Company will. determine on a case-by-case basis whether a per diem 
anan9ement ar reimbursement for reasonable expenses is used tar out-of--t.own 
assiqnments. 

~ is thought that thls letter will c1ar.ify the Union's c:cncern.s about the 
policies and proc:adures to l:>e ut:W.zed when employees are required to work er 
train at out-of-town lccat:icns. 

Very truly yours, 

z:LJY&--
Edward R. Schuett.a 
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April 13, 2012 

Mr. James Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Four 10-Hour Day Guidelines 

Dear Mr. Anderson: 
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During the 2012 negotiations, the parties discussed Side bar Letters A-17 and A-47 
regarding four 10-hour day workweeks. As a result of those discussions, the parties 
agreed to the following revised Guidelines for employees who are assigned to work four 
10-hour days. 

1. Off Days. Management will attempt to provide employees working a four 10-hour 
day workweek with three consecutive off days. However, employees in a particular 
work group may request or may be required to have two consecutive off days and 
another off day within the scheduled workweek. Supervision will give due 
consideration to such requests. 

2. Overtime. Time and one-half will be paid for all overtime hours worked in any 
single workweek, with the exception of Sunday. All overtime hours worked on a 
Sunday will be paid at double time. 

3. Vacation. One day vacations are for 1 O hours. Weekly vacations are fo r 40 hours. 
Employees who are transitioning to or from a four 10-hour day workweek shall be 
entitled to all accrued vacation (i.e., if an employee returns to an five 8-hour day 
schedule with 10 hours remaining vacation, the employee will have one day and 
two hours of vacation to take in accordance with the contract) . 

4. Personal Days. Personal days must be taken in full days regardless of the 
employee's schedule, and cannot be taken in smaller increments. For employees 
on 10-hour shifts, personal days are paid for 1 O hours. For employees on 8-hour 
shifts, personal days are paid for 8 hours. 

5. Holidays. Employees working four 10-hour shifts convert to a five 8-hour day 
schedule during all workweeks that contain a holiday recognized by the Company in 
an effort to maintain consistency throughout the bargaining unit for employees to 
receive 40 hours of pay. 

A-17 
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For any other alternate work hour schedule that may be developed, it is agreed that at 
least two off days will be consecutive. The two consecutive off day agreement does not 
apply to any currently established workweek or when changing from one schedule to 
another. Furthermore, the two consecutive off day requirement can be waived, but both 
supervision and the employee must mutually agree to such a schedule. 

It is thought that this letter accurately describes the parties' agreement. 



CG&E The Energy Service Company 

Mr. Pat:rk:k G. Bradford 
chairman 
Independent utilities Onion 
P. O. Box 1757 
Cincinnati, Ohio 45201 

Dear Mr .. Bradford: 

April 16, 1992 
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During the 1992 negotiation meetings the c:ommll:tees of the company and 
the Onion discussed the representat:icn of employees by personal attorneys or 
outside aqendes dw::inq the gx:ievance and arbtt:rat:lcn prcced ures. 

As a result ct these discussions, the parties agreed that the Union is the 
sols barqaining representative for its members and therefore no outside 
representation will be perm.itt:ed during such meetin95 . This in no way 
restricts the Urucn's Zlbility tD have an atb:lrney represent .its own interests 
during the grievance and arbitration procedures. 

lt is believed that by prcceeding in this manner the concerns expressed 
dw::ing these meetings have been allsviated. 

Sz~Oce~ 
Edward R. Schuette 
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OCT-13-99 WED 9: 15 AM !OU 

CG&E • The Energy Service Company 

Mr. Patrick G. Bradford 
chtdrman 
Independent Utilities Union 
P. O. BOX 1757 
Cincinnati, Ohio 45201 

P. 6 

July 19, 19514 

This: letter oanoels and superoedes iny pl"evious letter to 
you, dated JUly ll, 199~. 

Reterence is made to our meetin~ on Tuesday, June 28, 1994 
:-:eqarclinq the new job classification, Gas .. Operations Trainer,. 
Job codei 1a27_. In addition to you and I, Messrs. E. Schuette 
and o. zanitach represontinq the Company and Mr. o. Jtosing 
representing the IOU were also in at~endance. 

As agreed, the new job olasai!ication o! Gas operations 
Trainer, Job Code /82 7 vil.l he established at wage level 12, 
This now job classitioation was eval~ated by the Company's Non­
Manual ~ob Evaluation Col!llllittee as a wa9e level 11 . 

In return for the Company's willingness to establish this 
new job cla5sification at wage lev~l ii, the Union ag~eed that 
the Mana9BlUent of Gas Oper.ations will select the individual tl'ley 
d~cltl to be JDost qualified for this position in lieu of aocept!ng 
the most atUlior qualified indiviaual • The Union further ~qreed 
.ri~.t..._t:.g p_E_~~!r.~.1.'~ grJe_~ances ralatei:J to the selection process 
tor '"'ir"s pos" .... on. --·· · · 

rt fut1.1l'e re-evaluations of this job olassification 
increase the total nu~ber ot points sufficient to inorease the 
wage level to 12, this job classitication will remain a w21qe 
level 12 and the selection process will revert to being 
cQnducted in accordance with tbe Onion contract in effect at 
that tiine. 

If you eonour with this agreement, pl~ase sign and date a 
copy of this letter and return it to my Office. 

~~ 
p~v 

cc: E.R. Schuette 
o.E. Zanitsoh \jobeval \ trainei: 

A-20 



January 11, 1998 

Mr. Patrick G. Bradford 
Chairman 
Independent Utilities Union 
P. 0 . Box 1757 
Cincinnati, Ohio 45201 

Dear Pat 

KyPSC Case No. 2017-00321 
STAFF-DR-01-039(a) Attachment 

Page 27 of 109 

Per out discussion on November 5, 1998, this letter details our discussion on the 
development of Customer Projects Resource Specialist position. Pending final 
Management approval, these positions will be newly created IUU jobs within Energy 
Delivery and will be filled based on business needs as detennined by Management. 

The duties and responslblflties of the Customer Projects Resource Speciallst are: 
• On-the-job training of new employees in a work group 
• Presenting and/or assisting others in classroom training 

Serving as an expert resource on wort< procedures and related technical 
information 

• Providing refreshertremediaVsupplemental training requested by the work 
group supervisor 

• Performing duties in various work groups and as mutually agreed upon by 
respective work group supervisors 

The Customer Projects Department will .post Customer Projects Resource Specialist 
vacancies when they occur . In exchange for the specially negotiated Customer 
Projects Resource Specialist wage rate, interested, qualified candidates will be 
selected by the Targeted Selection process. In the event that two candidates are rated 
equal mrough the Targeted Selection process, in accordance with the current IUU 
Agreement seniority will be the prevailing factor. 

The Customer Projects Resource Specialist positions will be filled by IUU represented 
employees in the following bidding areas: 

• Customer Projects 
• Electric Operations 
• Gas Operations 

For the initial Customer Projects Resource Specialist job posting, T&D Coordinators will 
be considered. If selected, the T&D Coordinators who accept the Customer Projects 
Resource Specialist position must join the Independent Utilities Union within thirty (30) 
days of being reclassified as a Customer Projects Resource Specialist. For the 
selection of reporting locations, successful IUU candidates shall have preference, 
based on System Seniority over successful T&D Coordinator candidates. 
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The Customer Projects Res.ource Specialist position will be staffed using the following 
process: 

• Bids and/or resumes will be screened to determine that minimal 
qualifications are met 

• Cand~tes Win participate in a Targeted Selection interview process by at 
lea~t three (3) qualified interviewers. If agreed to by the candidate, IUU 
leadership may observe this process. 

• A data Integration process will be used to create a rank listing of qualified 
candidates. IUU leadership may observe this process. 

• 'Qualified candidates will be asked to develop and present a live minute 
presentation -0n the topic of their choice. These presentations will be scored 
on a pre-determined set of criteria by at least two experienced, exempt 
trainers. 

• Positions will be offered to the successful candidates. 
• Resultant job opening may be backfilled In accordance with the current IU U 

agreement 

The minimum and maximum wage rates for the customer Projects Resource Specialist 
position will be $860.00 to $910.00. 

Customer Projects Supervisors assigned a Customer Projects Resource Specialist Will 
be responsible for assignment of theirworK schedules, performance evaluations, 
discipline and admlnistrative requirements. Customer Projects Resource Speclalist's 
performance will be evaluated formally on the same schedule as other employees 
within Energy Delivery. · 

Customer Projects Resource Specialists will be required to travel to other locations 
;;:may from their normal work locations. Existing Company and departmental policies 
will determine compensation and reimbursement for out-of-pocket expenses. The 
woriling hours for Customer Projects Resource Specialists may need to be flexible. 
Training activities may require work hours other than a normal 8 a.m. to 5 p .m. 
schedule. 

Customer Projects Resource Specialists may accept temporary upgrades to 
supervisory positions, not to exceed 90 consecutive days, if they would have othe.rwise 
been upgraded. 

Very truly yours, 

Jerry W. Baird, Manager 
Customer Projects 
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(New -January 11 , 1999 
Energy Delivery Business Unit 

Gas & Electric_ Support Services Department 

60600 

CUSTOMER PROJECTS RESOURCE SPECIALIST 

Under general supervision, with a work schedule covering days, nights, weekends and 
holidays is responsible for providing needs assessment, assisting in the development and 
presentation of training programs related to the job skill areas identified for Customer 
Project Coordinators and Office Coordinators, m~ning training materials and 
providing on-site support as required at various Company locations. 

1. Conducts job skill training as required· for Customer Project Coordinators and Office 
Coordinators. 

2 . Assists in designing training modules for classroom and on-the-job training. 

3. Designs job aides and other training-related materials. 

4. Conducts follow up on-the-job training to employees returning from classroom 
training. 

5. Participates as "job expert" on teams as required. 

6. Works with other Company departments to provide supplemental training, module 
development, and/or consultation as required. 

7. AssiSts in maintaining training documentation tq ensure that all materials are up to date 
and in compliance with standards. 

8. Provides input on employee performance in job duties that are basCd on classroom and 
field training. 

9. Conducts follow-up evaluations to critique the effectiveness of training and training 
materiaJs. 

10. Participates in Company training programs and/or outside seminars to enhance job 
related skills. 

11. Operates and maintains audio visual equipment. 

12. Supports employees as initial point of contact for job related issues. 
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(New -January 11 , 1999 
Energy Delivery Business Unit 

Gas & Electric Support Services Department 

13. Schedules facilities, trainees, equipment and material for training programs. 

14. Performs the duties of Customer Project Coordinators and/ or Office Coordinators as 
needed and as able in the event of emergencies, job deadlines or excessive workload. 

15. Performs other similar or less skilled work. 

B. QUALIFICATIONS: 

Must meet the Company's requirements as to GENERAL QUALIFICATIONS, 
and in addition: 

1. Must have at least 5 years' Company experience in assisting or designing the process 
of getting gas or electric service to our customers. 

2. Must have demonstrated the ability to successfully apply Company and Commission 
rules, regulations, and standards as appropriate. 

3. Must have experience in designing and presenting informational material to other 
departments and associates within the Company, outside groups and organizations or 
o~er customers in a professional and organized manner. 

4. Must have successfully passed the teclmical aptitude battery of tests. 

5. Must have experience in successfully facilitating and leading gioups of employees to 
achieve desired goals. 

6. Must be capable of designing training materials, instructing others and conducting 
classroom training. 

7. Must be capable of using and trouble shooting audio visual and computer software and 
hardware equipment. 

8_ Must bave a valid driver's license. 

1. 
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Energy Delivery Customers Projects 

Customer Projects Resource Specialist 

Overview 

Eligible Job 
Classifications• 

CPRS 
Responsibilities 

To improve and .supplement dassroom training in the 
Customer . Projects Department, full-time Resource 
Specialist positions were established in 1998. The 
duties and responsibilities of the Customer Projects 
Resource Specialist (CPRS) are listed below. The 
CPRS positions will be filled based on business 
needs as determined by Management. These 
positions are newly created jobs within Energy 
Delivery. 

CPRS positions will be filled by IUU represented 
employees in the following bidding areas: 

• Customer PrQjects 
• Electric Operations 
• Gas Operations 

The following responslbifities are included In CPRS 
duties: 

• On-the-job training of new and existing 
employees in-a work group. 

• Presenting and/or assisting others in classroom 
training. 

• Serving as an expert resource on work 
procedures and related technical information. 

• Providing refresher/remedial/supplemental 
training requested by the wor1< group supervisor. 

• Per1onning duties in various work groups and as 
mutually agreed upon by respective welt group 
supervisors. 

•For the initial Customer Projects Resource Specialist job posting, T&D Coordinators will be 
consfd8red. If selected, the T&D Coordinators who accept fhtt Customer Projects Resourr;e 
Specialist position must join the Independent Utl1ities Union within thirty (30) days of being 
reclassified as a Customer Projects Resol/ICe Specialist. For the se/ectfon of reporting locations, 
successful IUU candidates Shall have preference, based on System Seniority over successful 
T&D Coordinator candidates. 



Energy Delivery Customer Projects 

Selection 
Procedures 

Wage Rates 

Reporting 
Relationships 
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OJT Procedures 

The Customer Projects Department wlll post CPRS 
vacancies when they occur. In exchange tor the 
specially negotiated Customer Projects Resource 
Specialist wage rate, interested, qualified candidates 
will be selected by the Targeted Selection process. 
In the event that two candidates are rated equal 
through the Targeted Selection process, in 
accordance with the current IUU Agreement seniority 
will be the prevailing factor. 

The CPRS position will be staffed using the following 
process: 

1) Bids and/or resumes will be screened to 
detennine that minimal qualifications are met. 

2) Candidates will participate In a Targeted 
Selection interview process by at least 3 qualified 
Interviewers. If agreed to by candidate, Union 
leadership niay observe this process. 

3) A data integration process will be used to create a 
rank listing of qualified candidates. IUU 
leadership may observe this process. 

4) Qualified candidates will be asked to develop and 
present a 5-mfnute presentation on the topic of 
their choice. These presentations will be scored 
on a pre-determined set of criteria by at least 2 
experienced exempt trainers. 

5) Positions will be offered to the successful 
candidates. 

6) Resultant job openings may be backfilled in 
accordance with the current agreement 

The minimum and maximum wage rates for the 
Customer Projects Resource Specialist position will 
be $860.00 to $910.00. 

CPRS will report to Customer Project Supervisors. 

Customer Projects Supervisors assigned a Customer 
Projects Resource Specialist will be responsible for 
assignment of their work schedules, performance 
evaluations, discipline and administrative 
requirements. Customer Projects Resource 
Specialist's performance will be evaluated fonnally on 
the same schedule as other employees w ithin Energy 

2 
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Additional 
Consideration 

Delivery. 
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OJT Procedures 

CPRS will be required to travel to other locations 
away from their normal work locations. Existing 
company and departmental pollcies will determine 
comp.ensation and relmbursement tor out-of pocket 
expenses. 

The working hours for CPRS may need to be flexible. 
Training activities my require CPRS to work hours 
other than a nonnal 6 to 5 schedule. 

CPRS may accept temporary upgrades to 
supervisory positions, not to exceed 90 consecutive 
days, if they would have otherwise been upgraded. 

3 
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May29,2002 

Ms. Mary Harthun 
President 
Utiuty Workers Union of America 
IUU Local 600 
P.O. Box 1757 
Cincinnati, Ohio 45202 

OneigyCol)l. 
139 East·Fourth Street 
P.O. Box 960 
Clndmlati, OH 45201-0960 

CINERGY. 
CG&E 

Re: Journey Person Job Sequence 

Dear Ms. Harthun: 

During the 2002 - 2005 contract negotiations, representatives of the 
Company and the Union discussed the promotional requirements for the Journey 
Person job classificatiollS in the Site Services Department. 

It was agreed that employees entering the Journey Person job classification 
would be required to qualify (including the completion of the job-duty checklist) and 
promote to the Technician II job dassificatlon at the end of two years from entering 
that job dassiflcation. It was also understood that employees who fail to meet the 
full qualifications to promote at the end of the two-year period would be subject to 
discharge. The Union also committed to encouraging incumbent employees in the 
Journey Person job classification to become quaflfied to promote to the Technician II 
job classlfication. 

The Company assured the Union that employees in the Journey Person job 
classification will be given ample opportunity to acquire the experience and required 
training t.o allow them to complete the required checklist within the two year period. 

The Company will promote employees in the Technician II and Mechanical 
Systems Technician job classifications who meet the minimum qualtfications of the 
next higher job classification within µie promotional sequence to the next higher job 
classification upon attaining those required qualifications. 

This agreement enhances productivity for the Company and promotional 
opportl!nlties for employees. 

Very truly yours, 

J~~;~ 
General Manager 
Labor Relations. Safety 
And Disability Programs 
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Onl!lgyCotp. 
139 East Fourth Soeet 
P.O. Box 960 
Oncinuatl. OH 45201-0960 

Utility Workers Union of America 
IUU L<>caf 600 CINERGY. 
P.O. Box 1757 CG&E 
Cincil"!nati, Ohio 45202 

Re: Time Off For Union Duties/Business 

Dear Ms. Harthun: 

During the 2002 • 2005 negotiations, the representatives of the Company and the 
Union clarified the administration of time off work and compensation for performing 
Union duties/business. Subject to legitimate business needs, the Company wlfl grant 
compensated or non-compensated time off work in accordance . with the following 
guidelines. 

NEGOTIATIONS 

GRIEVANCES & 
ARBITRATIONS 

JOINT MEETINGS 

UNION 
DUTIES/MEETINGS 

Members of the Union negotiating committee and any other 
employee required to attend or prepare for negotiating 
meetings will be able to attend during working hours. These 
employees will not be compensated by the Company for time 
spent in and preparing for negotiations, unless previously 
agreed to by the parties. 

A reasonable number of employees will be able to prepare for 
and attend grievance and art>ltration meetings. Union 
employees 'will not lose their straight-time wages while 
attending grievance meetings. The 1ime spent by Union 
members In preparing for and attending all arbitration meetings 
is not compensable by the Company. 

A reasonable number of employees wiO be able to attend joint 
meetings between Union members and Company 
representatives. These employees will not lose their stratght­
time wages while attending or preparing for joint meetings. 

A reasonable number of employees may be excused but not 
compensated by the Company for attending, preparing for or 
perfonnlng union duties/m~tings. This includes items such as 
counting votes, reguf ar Union meetings, General Board 
meetings, working on Union accounting records, or other union 
duties or meetings. 
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There may be occasions when exceptions to these guidelines may be granted. 
The parties will make every effort to accommodate each other in these matters. The 
Union agreed to give as much advance notice as possible to supervisors of employees 
who need to be off work for Union business. 

The advancing of wages for non-compensable union business will continue, 
absent abuse of this process. If problems arise, man"agement will meet with the Union 
in an attempt to correct the abuse. However. management must maintain the right to 
discontinue this arrangement, if a satisfactory resolution cannot be reached. 

Very truly yours, 

~~.~ 
General Manager 
Labor Relations, Safety 
And Disability Programs 
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September 2 . 1998 

Mr. Patrick G . Bradford 
Chainnan 
Independent Utilities Union 
PO Box 1757 
Cincinnati, Ohio 45202 

Dear Mr. Bradford, 
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Cim '8)' Corp. 
139 East Fourth S!Icet 
P.O. Box960 
Cincinnati, O H 15201-0960 

CINERGY. 
CG&E 

As you are aware, a new job evaluatiofl system, the BOGAR Job Evaluation 
System is being implemented for all job classifications represented by the IBEW, Local 
1347, IUU and the USWA, locals #12049 and #5541-06. The new system was 
designed by the ERT Sub-Committee II (Joint Union/Management Team) and approved 
for implementation by the ERT at its June 29, . 1998 meeting. The BOGAR Job 
Evaluation System completely replaces the Mcintyre system. 

The Mcintyre Evaluation break points for each grade level have been 
mathematically converted to new break points under the BOGAR System, therefore it is 
not necessary for job classifications to be reevaluated at this time. Only new job 
classifications or revised job classific~tions with significant changes since t~eir last 
evaluation will be evaluated using the new system. Job classifications will retain their 
current wage rates/grade levels, but will be subj~t to change if they are revised and 
reevaluated as was the practice in the past. 

Under the current agreement, a company job evaluation committee is 
responsible for evaluating all new or revised job .classifications. (Article VIII, Section 
1(1)). A key component of the new job evaluation system is the establishment of a new 
joint Union/Management job evaluation committee. The committee will consist of two 
management representatives from each business unit, two representatives from the 
IUU, IBEW and each USWA local and two repres~ntatives from the Corporate Center. 
Accordingly, there will be 16 "total members with a maximum of 10 active during an 
evaluation. Operating guidelines for the committee are as follows: 

• Unions will appoint their representatives and they will only 
participate in the evaluation of job classifications represented by 
their Union. 

• Unaffected union representa~ves may be present, but will not 
participate at this time. 

• No more than two of the four USWA representatives will participate 
in the evaluation of USWA job classifications. 

A-38 



, · 

KyPSC Case No. 201 7-00321 
STAFF-DR-Ol-039(a) Attachment 

Page 38 of I 09 

• The participating union must · have at least one representative 
available during the evaluation process. 

• Consensus should be reached on each factor during the 
evaluation; absent consensus, majority rules. 

• The participating Business Unit must have at least one 
representative available.during the evaluation process. 

• All job evaluation members should be informed it is a long tenn 
commitment. 

• A quorum to have a meeting is six members. 

A. job evaluation coordinator from the Human Resources Department will also 
facilitate in the evaluation process and will not be a voting member. The ERT Sub­
committee II also established the pre-evaluation process. presentation guid~lines, post 
evaluation process. training, a creditability check anct employee communication and 
these will be implemented as presented to the ERT at the June 29 meeting. 

This letter and accord modifies the terms of tlie 1996-2001 contract with respect 
to the job evaluation system and it is believed that this letter accurately describes the 
agreement the Company and Union have reached. 

Sincerely, 

Kenneth E. Williams 
Manager · 
Employee Relations and Safety 
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December 5, 2000 

Ms. Mary Harth1Jn 
Chairman 
Independent Utilltles Union 
POBox1757 
Cincinnati, Ohio 45202 

Dear Ms. Harthun: 
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...:Inergy Corp. 
139 East Fourth Sl:leet 
P.O. Box 960 
Cincinnati, OH 45201-0960 

CINERGY. 
CG&E 

Reference is made to the discussions that have been held between the 
Company and the Union in regards to the Order Process Team's recommendation to 
decentralize the Order Completion work group. . 

As agreed,· Suzanne Venable will be reassigned to the Order Completion work 
group and perfonn the duties of a Customer Relations Clerk A. However, she will 

· ·remain In the job classification of Customer Relations Representative A. In the context 
of thts letter, she will be considered as being in the Customer Relations Clerk A job 
classlflcatlon. In the Mure, If this position Is vacated and management decides to fill 
the position, it will be fined as a Customer Relations Clerk A. 

In addition, since Marlene Titus-Smfth was fonnerty a Customer Relations Clerk 
B and Is the most senior person in the Customer Relations Clerk C wage level, the "job 
posting procedure will be waived and she Will be promoted to the Customer Relations 
Clerk B job classification. The .. .Union further agreed that Marlene Titus-Smith's 
promotion would resolve the current grievance related to her past wage increases or 
lack thereof • 

. As discussed, the three employees In the Order Completion work group (i.e., 
Toni Cornelius, Linda Beck and Lori Stamper), who were fonnerly rolled back to the 

. Customer Relations Clerk C job ciassificatlon, will be reassigned to the Customer 
Relations Clerk B job classification. These reassignments are in accordance with the 
letter dated November 11, 1996 regarding rollbacks in the event of a job elimination. 

· · ·Furthermore, Janet Knaley a Call Center employee in the Customer Service 
Representative- Ftl Job classification will be assigned to the BAR Team to replace Toni 
Cornelius: The assigned employee will remain In the Customer Service 
Representative - Fti job classffication, but will not be eligible for the Cal! Center 
quarterty incentive bonus or the annual corporate Incentive bonus. . If management 
decides to fill. this assignment in the Mure, it will be filled by assignjng another 
employee In the Customer Service Representative - Fti job classification. Such 
assignment will be made under the same conditions (I.e., the employee will not be 
eligible for incentive bonuses). 
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It was also discussed that the employees in the Order Completion work group 
Will be assigned to val'ious district offices. An initial complement of Customer Relations 
Clerk A and/or B positions will be designated for each of the district offices where the 
employees will be assigned. The Customer Relations Clerk A's and B's in Order 
Completion will then be allowed to volunteer to be assigned to one or more of the 
designated district offices. The assignments will be made based on the employees' 
assignment requests and their wage level seniority within the Customer Relations 
bidding area. If there are no volunteers from employees in a required job classlftcatlon 
for a designated district office, the employee hi the Order Completion work group with 
the least amount of wage level seniority in that job classification will be assigned to the 
designated district office. 

It was also discussed that the remaining Customer Relations Clerk C position in 
the Order Completion group wlll be eli:ninated. If the incumbent employee in that job 
returns to full duties from disability leave, she will be assigned to the vacant Customer 
Relations Clerk D position in Payment Processing. 

It Is understood that this agreement will not set a precedent for any current or 
Mure similar situations, grfevances or arbitrations. It Is also agreed that the Union will 
not process any grievances that may be initiated as a result of this agreement. If the 
Union concurs.with the above, please signify where Indicated below and return a signed 
copy of this letter to me at your earliest convenience. 

Very truly yours, 

Signature: ~ ~ Date: /# · 7./(000 

2 
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Subject: MANUAL, CLERICAL AND TECHNICAL JOB CLASSIFICATIONS 

Date: Decelllber29,2000 

· 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 
cOmpanys job classification and evaluation system for Union represented · job 
classifications: 

In October 1945, after a careful ~nd 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 lnvQtved, the 

· · Company by agreement with the Unions representing the employees and wtth the 
.. , approval of the National War Labor Board (Region V), placed Into effect a schedule of 

job titles and descriptions for all manual, clerlcal and technical employees. Wage rate 
·· .schedules were established and made effective In accordance with. the· Union 
.. agreements and the approval of the War Labor aoard. 

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 ~y 

. ~ . . ' manual, . clerical and technicaJ employees could be designated with uniformity.· and 
. . undeistanding. throughout the Company systelll. The C9mpany and the duly certified 
.. .. . :· .. ;exclusive bargal~lng representatives of the bargaining units agreed to~· b~.~.~J.1~.· ... 
· ·· · for defining jobs. 'It became the duty and responsibility of the supervisory f9ree.,a$·the. · · -: 
. "< ·.:".:..':- ~prese!ltatives of management to see that it was applied and maintained. ln':a"~fr:;.and 
· '.. "·· : ·~nsistent manner. It was also essential that employees clearty understo~ th~:\iuties 

· and requirements of the jobs to which they were assigned. While the job de~ptlons 
were not Intended to be all-Jncluslve, 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; 
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INTERNAL CORRESPONDENCE 

2. A set of promotional charts indicating the line of nonnal promotions in the 
respective departments; 

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 
evalua1e all manual, clertcal 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 B.OGAR 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 classificatlon, in sufficient detaU 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 subdMded into two parts, "Duttes• and ·auallflcatk>ns" as 
follows: 

DUTIES 

This seCtlon Is devoted to a description of the es~ntlal duties required in the 
classification Itself, considered entirety apart from the individual who may occupy the 
position. A sufficient number of duties are listed to: 

1. ln~icate 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 princlpal duties that are required to 
property Identify and evaluate each of the specific job classifications. These duties are 
not to be considered all.fnclusive. Employees may be temporarily assigned, within their 
capabilities, duties of other classifications. When the tempo~rily assigned duties are 
those of a higher or lower rated job cla~lfication the employees should be paid the 
appropriate rate of pay in accordance with the Union agreemen~. 

This section also indicates, as a general guide, the degree of supervision under 
which the employees are expeCted to be able to perfonn their work; that is under 
"Close," "Directive,• or "General Directive• supervision. These terms are defined as 
follows: 

no CineW!ntl Oas .t l!l@k Cornplll)' 
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1. The term •under close supervision• means that the employees perfonn only 
tho$e tasks which they have been Instructed to do and are observed and · 
supervised most of the time while performing them. 

For example: A helper assisting a mechanic In perfonning assignments 
would ordinarily be under the "close• supervision of the mechanic. 

2. The term •under directive S1Jpervision'.' means that the employees perform 
primarily those tasks and duties which they have been directed to do and 
then -cany out such instructions under observation or checking from time to 
time. 

For example: A mechanic, working under the direction of a supervisor. 
a~lgned to a section of the work but observed or contacted periodically 
during the day, by the supervisor, would be considered as working under 
'"dlrecttve• supervisfon • 

. 3. The term •under general directive supervision• means that the employees 
under . general Instructions perform duties independently, but wtthln .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 FiCA TIONS 

. ln this section of the job descriptions are . listed tho~:s.rniri1~um 
. . qualifications which the Individual Is expected to .bring to the job. · :Speclfi~llY:1.ncLuded 

.:- are such items as basic education, degree of skill, extent of experferi.~;~i.speclal · 
·knowledge, and other required qualtfications. : ·: · ;.~;.~:/\ :'.·. · · · 

' . . t~·:·. . . 

Compa.ny Requirements as to General Qualifications 

In addition to the duties and qualifications for each job classltiCatiOri 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; 

1bc ~ C1IS H!cdltc~lll)' 
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2. The willingness to follow instructions and cooperate With other 
employees; 

3. The willingness to respond to calls outside of regular hours, when 1he 
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 wilflngness 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 
vaRd 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, mmtary record, character and past 
employment records . 

. · JOB EVALUATION QUESTIONNAIRE 

Each questionnaire consists of questions related to the six factors used to 
evaluate a job classlflcation under 1he BOGAR system. One or more employees in a 
job classification represented by the applicable UniQn must complete and sign one 
questionnaire. A departmental management representative must approve the 
completed questionnaire. The slx factws and related sections of the questlonnalre are 
as follows: 
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Questions related to the amount of fonnal and infonnal education, training and 
experience. 

Responslblllty 

Questions related to the amount of responsibility for such things as: Company 
funds; confidential infonnatlon; safety, training and/or work direction of others; materials 
and equipment; etc. 

Cu~tomar 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. 

Physlcaf/Adverse CharacterlsUcs 

··,Questiotis related to the amoun~ duration and frequency of: physical work (e.g., 
lifting, climbing and walking); and. work ln adverse conditions (e.g., heat, cold, dust and 

·noise). 

Hazards 

Questions related to the Inherent dangers In the job which directly expose the 
~mployee to the possibility of accidents which may result In lost tlme 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 th13 
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. 

l'SJ Energy, lizc. 
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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 
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. lf 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 

.· · 15 being wtthheld. The notification must take place at least one month In advance of the 
date for the scheduled progression step. In additJon, 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 ls 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 even~ the matter 
sho'-'ld be discussed with a representative In the Labor Relations department. 

Very Truly You~. 

..: .-::; 

PS'l l!Detgy, 1.Dg. 
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May 14, 2003 . 

Ms. Mary Harthun 
President 
Local Union 600, IUU 
Utility Wod<ers Union of America 
81 o Brighton Street 
Newport, Kentucky 41071 

Re: Disconnect Non-pay, Succession 
And Special Meter Reads Agreement 

Dear Ms. Harthun: 
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Onergy~rp. 
139 Ila.st Fourth St~ 
P.O. Box 960 
C1nctnnatt, oli 45201.0960 

CINERGY. 
CG&E 

This letter documents our discussions and agreements related to disconnect non-pay (DNP). 
· field credit activity and succession and special meter reading work. 

In August 2002, the Company met with the leadership of each of the CG&E affiliated local 
unions to discuss the need to significantly Increase the number of completed DNP's and to 
complete all sucx;:esslon/speC:lal meter reads at a eompetitive cosf. As a result of those 
disciJssions, a · team was formed, which induded the leadership from each union and 

· management representatives, to evaluate the ·business case for ·implementing necessary 
flexlbilitles and cost control mea~ures to perform the Identified worn at a competitive cost The 
team was charged With reaching a consensus on a plan to ~chleve the desired results. 

it was recognized that residual union jurisdictional issues around the DNP work and .the 
successton·and special meter reading worl< had resulted In restrfcUve.work practices across the 
multiple unions· connected with these job functions. Since Aunust of 2002, the joint union and 
management team has worked together on a regular basis to achieve compromise for the 
Implementation of the following competitive alternatives to outsourcing these job functions . 
. Pending agre~ment with the leadership of the four loeal unions Involved in the discussions, the 
Company will implement the changes described below. 

The Company will form a new centrally managed work group for the specific purpose of 
perfonning the ONP fieldwork. The Company will initially staff the new work group with 1 o 
existing employees {Senior Representatives) represented by the UWUA currently perfonning 
DNP work. Additionally, 8 employees will be added in each of two entry-level job classificat1o0s, 
one represented by the USWA and the other by the !BEW, Local 1347. It is understood that If 
any of the aforementioned 10 employees represented by the UWUA vacate their position and 
the Company decides to backfill the posltion(s}, it will be filled as S!l entry·level DNP worker 
represented by the USWA or IBEW . . The Company assured the Union that the two· clerical 
positions that provide su~rt to the DNP work process would not be eiiminat~d as a result of 
this reorganization. · 

lhe·16 new entry-l~vel DNP worker job openings will be made available to other employees 
represented by their respective unions (I.e., USWA and IBEW}. ff all 16 openings are not filled 
by employees in their respective unions or by displaced employees in redeployment 
represented by the IBEW, the remaining openings will be made available to full-time meter 
re~ers and then part-time meter readers, in that order. If any full-time or part-time meter 
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readers va~te their positions as a result of accepting any of the initial 16 DNP worker job 
openings represented by the IBEW and USWA, the Company will backfill those vacancies 
accordingly ·(i.e., part-time 'Mth part-time and full-time with full-time). These agreements only 
applyfo the fnltlal 16 DNP worker job openings.· · 

If any of. the 10 Senior Representatives In "'Revenue Collections are bumped by Senior 
Representatives with more senJoritY as a result of Company initiatives, it will not impact the 
number of positions ·being eliminated through attrition. - . 
The succession and $peclal meter repdJng duties Will be primarily, but not exclusively, assigned 
to UWlJA represented employees. As a result, 10 new full-time meter reader job openings will 
be filled. Management Intends to assign work oth~r than succession/special reads to DNP 

. workers represented by the USWA and IBEW, whenever there -Is other productive work 
available for them. to perform within lhelr job classlfi~tions. However, .this does not restrict 

::,.: management's tight to assign those employees to perform such meter reads. The Company 
agreed to b~ckflD part-time meter reader posltlons t_hat are ·vacated as a· result of part-time meter 

· readers acce.pUng any ~f the Initial 10 new full-time meter reader positions. 

· This agreement Is made between the parties without preJudJce to the position of etther party 
· (egarding the jurisdiction, assignment and contracting of work. However, lhe Union agrees that 
. no grievances wtN be med or· pursued relating to the assignment of work as described above. for 
the dur:atlorr uf.ttis agreement. To the extent that the. Company has retained its rtghts with . · 
re.gard ·to mal<ing Mure changes to this, or any other work processes in lhe future, the Union 
~fains its right . to grieve In the: eVent that mal'_lage{lient implements cha_nges to ·the above­
desciiibed'"terms for achieving the DNP, succession and· special meter· reading work. In this. 

. · conte?d, howE;!ver, if~ also under.;toOd that sOght modifications to this overall business" plan may 
:~-r-tr.~ b.e made, as long as the plan's basic design remains in effect · · 

..:, ... : :t.~ . ·. _ .. 
·.~"'.'.:'.: . ·. The team of .m.anag.ement and union lead~rs is commended for th~lr' commitment to meeting the 

J?resent·day birsln.ess· needs in a compe~tive manner. It is expected that all parties Will benefit 
by this P.lan fOf achieving this work with company employees. Please sign. where indicated 
below to lndlCate tlie Union's agreament to the above terms. · · 

For the Company: 

-~~ 
Todd Arnold 
V.P., Customer 
Corttact Services 

·cc: J. O'ConMr 
J. Polley 

:-·_ ... ..,_ .. 
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For the Union: 

a.~ 
President 
Local Union 600, IUU 
UUllty Workers Union 
Of America 

S-15.a.3 
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June 1 o, 2004 

Ms. Mary Harthun 
President 
Local Union 600, I UU 
Utlllty Workers UOlon of America 
810 Brfghtoh Street 
Newport, Kentucky 41071 

Re: Post~etlrement'Medical Benefits 

Dear Ms. Harth~n: 

KyPSC Case No. 201 7-00321 
STA FF-DR-01-039(a) Attachment 

Page 49 of 109 

energy eorp. 
139 ~ PoQi1b s~ 
P.O. Bo1960 
Ctndnuatl, OH 45201.-0950 

CINERGY. 
CG&E 

On Aj>ril 27, 2004, the Company met with union representatives from UWUA Local 600, 
USWA 5541-06 and 12049 and IBEW 1347 to continue the negotiations for providing a 
post-retirement health reimbursement ·account {"HRN) option (the •HRA Option") to our 
active employees. Prior to that ·meeUng, Jn a letter dated March 2·, 2004, the Company 
provided the unions (I) a written overview of the Company's proposed design for the HRA 
Option, and .(II) written responses to certain retated questions. This letter updates the 
Company's proposed design for the HRA Option. 

I. OVERVIEW OF HRA OPTION 

All current. · full-time employees represented by UWUA. Local 600 wilt be able to 
make a one-tline choice between contlRulng In the current traditional post-retirement 
medical option (the --rradltional Option•) or electing to participate In the new HRA 

' Optron described below. Employees ~lll be required to make this electJon by a 
specified election date in 2004. (Notwithstanding 1he foregoing, employees currenUy 
receiving long-term disability benefits or on a military leave· of absence, wlll make 
this electl<>f'! whei:i they return to active, full-time status. If they do not return to 
active, fun-time status, they will default to the Traditional Option.) All employees 
hired or rehired on or after January 1, 2005 will participate In the HRA Option. Each 
employee who elects to participate In the HRA Option, and each employee hired on 
or after January 1, 2005, will be referred to as a "HRA Partlcipanr herein. 

Under the Traditional Optlon, eligible retirees (those who retire afJer attaining age 50 
with five {5) years of S~rvtce, as defined in the applicable Pension Plar:i} are 
provided access to group medical coverage. and a premium subsidy that varies 
based upon the retirees' service and classification (see detail regarding the' various 
c:lassl~catlons and subsidy level$ attached hereto). 

Subject to any collectlve bargaining obllga,lon, the Company reserves the right to 
-amend, modify or terminate the Traditional Option· and/or the HRA Option at any 
time. However, amounts already credited to a HRA Particlpanfs account Wiii not be 
reduced by amendment, except to the extent necessary or appropriate to comply 
with changes In the'law. 

A-42 
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The benefit under the HRA Optfon Is based on a bookkeeping account that can grow 
.like a savlrms account with service and Interest credits ~s described below. An · 
employee who elects the HRA Option will start with an opening balance that Is equal 
to 1/12th of $1,000 for each prior calendar month In which the HRA Participant 
worked at least one day for the Company. In the future, the Company will credit 
eligible HRA Participants with an additional 1/12th of $1,000 for each calendar 
month In which the HRA Participant works at least one day for the Company. The 
Company wlll also credit each eligible HRA Participant's bookkeeping account with 

· an annual Interest credit. Interest will be credited at the same Interest rate as the 
cash baiance updates as detennlned Jn.August of each year, except that for the tenn 
of the current labor agreement, the Interest rate will not be less than 3.5%; for 2004, 
the rate Is 5.31%. Except ·as discussed below, only HRA Participants who are 
active, full-time employees ahd work at least one day In the month are ellglble for the 
·monthly service credit. Like retirees· in the Traoltional OpUon, HRA Participants will 
have access to group medlcal coverage only If they retire after attaining age 50 with 

· five (5) years of Service (as defined In ttie applicable Pension Plan), however, there 
will be no subsidy. Please note the following regarding the HRA Option: 

a. If a HRA Participant retires after attaining age 50-wlth five (5) years.of Service 
(as defined In the applicable Pension Plan), the amounts cred~ed to the 

· HRAs generally cah be used for the quaHfled m~lcal .expenses, as defined In 
Sectton 213(d) of the Internal Revenue Code, of the retiree· and the retiree's 
spous,e and eligible dependents (see fRS publication 502 for examples of 

. qualified medical expenses}. To the.extent pennltted by appllcable law and 
as Is otherwise practicable, the HRA option Is Intended to 'provfde a tax-free 
benefit. Due to future law changes, however, there can be no assurance of 
favorable tax t~eatment. · · 

b. Except as pro_vlded below, if the employment of a HRA Participant tennlnates 
prior to attaining age 50 with five (5) years of Service (as defined under the 
applicable Pension Plan), the HRA Participant forfeits all amounts credited to 
the HRA Account. -

c. If a HRA Participant dies while actively employed prior to attaining age 50 
with five (5) years of service (as defined In the applicable Pension Plan), the 
HRA Participant forfeits all amounts credited to the HRA Account. 

d. If a HRA Participant dies while actively employed after attaining age 50 with 
f!Ve (5) years of Service, his/her spouse and eligible dependents will be 
entitled to use amounts credited to the HRA to pay qualified medical 
expenses lmmedlately. 

e. In the event of disabllity or leave, the Company will continue monthly service 
credits for the first 12 months. The <;ompany Wfll continue Interest credits 
while th.e HRA Participant is disabled or on leave .(Md prior to recovety or 
retirement). For HRA Participants on a mllHary leave, service credits and 
interest credits wlll continue for the full q~allfied leave period. 



) 

) 

Ms. Mary Harthun 
June 10, 2004 
Page3 

KyPSC Case No. 2017-00321 
ST AFF-DR-Ol-039(a) Attachment 

Page 51 of 109 

f. If the employment ·of a HRA Participant Is lnvolui:itarfly terminated In 
connection with an Involuntary reduction In force and such termination Is In no · 
way related to performance deficiencies, the HRA Participant Will be eligible 
to maintain hlslller HRA balance as of tennlnatlon. The HRA Participant will 
be able to use amounts held In his/her HRA Account Immediately following 
the te~fnatlon. 

g. For the term of the current Collective Bargaining Agreement, the ·company 
will agree not .to amend, modify or terminate retiree health care benefits for 
any active employees covered by the CBA. Amounts credited to a HRA 
Participant's account will not be reduced by amendment, except to ~e extent 
n~ssary or appropriate to comply with changes In the law. 

II. QUESTIQtjS 

Set forth below are responses to some of the questions regarding the HRA Option 
rals~d In previous meetings. 

·1. Wiii the Company offer choice to all employees? 

A: Yes. Presently, the Comp~ny . plans to allow all current, ·full-time 
employees to elect to stay In the T~ditlonal Option or switch to the 
HRA _Option. After January 1. 2005, new hires arid rehires will 
autQmatlcally participate In the HRA Option. · · · 

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

A: No. A one-time election will take place in 2004. 

3. Can a HRA Participant withdraw amounts credited to hl~r HRA 
account In cash upon retirement? Can the Company pay the amount 
out In a lump sl!m? 

A: Money may be withdrawn from the HRA account only for paying 
qualified medical expenses. The account will not be paid out In cash. 
Favorable tax treatment is available for a HRA only if the HRA 
reimburses medical expenses ·as defioed In Section 213(d} of ·the 
Internal Revenue COde. As stated below from IRS Notice 2002-45, 
any right to receive cash · wlll disquallfy the HRA from 
receiving favorable tax treatment. 

•An HRA does not qualify for the exclusion under § 105(b) if any 
person has the rtght to receive cash or any other taxable or non­
taxable benefit under the arrangement other than the reimbursement 
of medlcal care expenses. If any i>erson has such a right under an 
arrangement currently or for any future year, all distributions to all 
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4. 

5. 

persons made from 'he arrangement In the current tax year are . 
included in gross Income, even amoun.ts paid to reimburse medical 
care expenses. For example, If an arrangement pays a. death benefit 
Without regard to medical care expenses, no amounts paid under the 
arrangement to any p~ are reimbursements for medical care 
expenses excluded under § 105(b) ... Arrangements formally outside 
the HRA that provide for the ·adjustment of an employee's 
compensation or an employee's receipt of (!ny other benefit will be 
90nsldered In determining whether the arrangement Is an HRA and 
whether the benefits are ~lglble for-the exclusions under §§ 106 and 

· 105(b). If, for exa~ple, In the year an employee retires, t'1e employee 
receives a bonus and the amount of th& bonus Is r~lated to that 
employ~·s maximum reimbursement amount remaining In an HRA at 
the time of retirement, no amounts paid under the arrangement are 
reimbursements for medical . care. expenses for purposes of § 
105(b) .. ." 

What happens to the HRA balance upon dlsabllity or extended leave 
from the Company? 

A:. . See Section l(e}. 

What hapj,ens to the HRA balance In the event of a termination of 
employment? · · 

A:. See Section I. 

6. What happen~ to the HRA balance If i die whll~ actively employed? 

A:. See Sectlon.s l(c) and l(d). CurrenUy, tne spouse and eligible 
dependents of an employee who dies while aqtivefy employed with 
Cinergy can elect to become covered under the non-union medical 

. plan and receive subsidized coverage at the active employee rate until 
death or a disqualifying event (for ·the sPQUse, lhls would Include,· but 
nof be limited to, remarrying or becoming Medicare eligible; for an 
eligible dependent, It would include, but not be lill'!ited to, ceasing to 
qualify as an eligible dependent due to age). 

7. Will the Company contributions be indexed In future years (e.g., Indexed 
to the trend line for heal.th care costs)? · 

A: No. At this time, we do not plan to align our service credit or interest 
credit to any Jndex. However, the Company will continue to evaluate 
It~ crediting levels. Subject to any collective bargaining obfigatlons, 
the Company reserves the right to make adjustments, lnclUding 
Increasing, decreasing or discontinuing credits unilaterally. 
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8. Will the opening HRA balances be calculated with retroactive interest· 
CTedltlng? 

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

9. What are other companies doing with regards to post-retirement 
healthcare? · · 

A: See Hewitt survey previously proVided {51% of survey respondents 
have a unionized workforce). 

1 O. How can HRA PartJcfpants use amounts credited to the HRA? 

A! Money credited to a HRA ·can be used to reimburse the HRA 
Participant for medical expenses as defined ·1n Section 213(d) of the 
Internal Revenue Code. See IRS publlcatton 502 for examples of 
qu~llfied medical expenses. · 

11. Who will administer the HRA account balances? 

A: Hewitt Ass~ate8 wlfl track the HRA credits while HRA Participants 
are actJvely employed. The Company Is reviewing proposals from 
third party administrators .for post-retirement administration, ·but this 
~ii llkely be Hewitt Associates. . -

12. Will the Hff!u; t>e protected/guaranteed? 

A: The benefit under the HRA optlon Is based on a bookkeeping account 
and Is not funded like a 401(1<) pla11. See Se<:tion I regarding the 
Company's ablllty to amend. 

13. If the Company decides to eliminate the Tradttlonal Option at a later 
date, Y:tould employees be allowed to get in the HRA? 

A: The .Company perfodlcally evaluates its. benefit programs and would 
determine the appropriate course of action at that Urne. 

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

A: See Section J. 

15. If two Cinergy employees are married, can they make different elections 
with respect to the HRA Option? 
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A: Yes, one could elect to·remaJn In the Traditional Option, and the other 
could elect the HRA OpUon; If they remain manied during retirement 
and so elect, they would receive suJ>sldlzed coverage under the 
Tradlt10na1 Option and have access .to amounts credited to the HRA on 
behalf of.the other-spouse. Regardless, the elections are In.dependent 
of each other. 

Plea~e note that the explanatloo set forth above m~ summarizes Ule basic elements of 
our currently proposed design for the HRA Op,tlon. · The Company Is In the process of 
working out the details of the HRA proposal and necessarily reserves the right to work out 
those detalls. ihe Company also reserves 1he r.lght to more fully document the HRA 
Option, which opUon will be governed and construed In accordance with the tenns of the 
Plan as adopted by the .Compa.ny. 

Very truly yours, 

te~~ 
General Manager 
Labor Relations 

· ) cc: T:Verhagen 
P .. Glbson 
K. Feld 

b~ L. Gregory 
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What are other companies doing wtth regards to post~retlrement hEfaltho&re? 
Hewitt Assoc!ates ~nducted .a a~IVey ·for the Henry J · Kaiser Famtly 
Foundation between June and Septem~er 2003 .l9 understand how large 

· pr!Vaf&.sector employers are handflng retiree health benefits. The SUIVey 
-Included responses from 46% of all Fortune 100 companies and ·30% .of all . 
Fortune 500 oompanles. Among the·compenles surveyed this Is what they 

· had to say; · · · 

• 10% h~v~ t~rrnf nate~ all subsidized hearth beneflta for future retirees 

• 20% say they are very. likely to terminate all subsidized .health benefits 
for future re\ir&es 

• 35% of the flnns tennlnated b0neflts for future retirees and now 
· . . provide access-only tO health benefits wtth tf.le· reUree paying 100% o( 

the.cost . . 
. . . . 

• 6% of employers shifted to a defined contribution· approach · : . . . 

. . 7fo/o report havtng Increased retiree contributions to premiums In the 
past year 53% report Increases to pfa_n design ~st' sharing . · 

• 57_% inC:reased prescription. drug co-payments . 

• 12% now require-mandatory mall-oi'der refllis for maintenance drugs 

.. 
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Current ~ost-Retlremen.t Health Care Option 

Employees hired before Januaiy 1, 2005, who elect the subsidy option and who retire frOm the 
company on or after age 5Q with at least five years of service, may be entitled to a post· 
retirement heaJth care subsidy from 1he company dependent on their years of service at 
retirement. · 

Sabsfdy Schedule: 

se·rv1ce at.RetJre.ment lPre-65onM 

30+ . 50% 
29 45% 
28 •40% 
·27 .. 35% 
26 30% 
25 25% 
24 20% 

) ... 23 1.5% 
.22 . 10% 
21 ~ 5% 
·20 . 0% 
19 0% 
18. 0% 
17 ·0% 
16 0% 
16 0% 
14 · 0% 
13 0% 
12 0% 
11 .. 0% 
10 0% 
9 0% 
8 0% 
7 0% 
:6 0% 
5 0% 

\ 
I ..... 
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Re: Amendment to Sidebar Letter A-42 Post-Retirement Medical Benefits 

Dear Mr. Anderson: 

During 2012 contract negotiations, the parties discussed Sidebar Letter A-42 dated June 10, 
2004 regarding post-retirement medical benefits. As a result of those discussions, the 
parties agreed that Sidebar Letter A-42 will (i) continue to apply without modification for 
employees hired prior to January 1, 2013, and (ii) be amended to reflect that any employee 
hired or rehired on or after January 1, 2013 will not participate in the HRA Option or the 
Traditional Option (both as defined in Sidebar Letter A-42). It follows that Sidebar Letter A-42 
is hereby amended as set forth below: 

In the second full paragraph on page one of Sidebar Letter A-42, the fifth and sixth sentences 
are hereby deleted and replaced with the following: 

• All employees hired or rehired on or after January 1, 2005 and before January 1, 
2013 will participate in the HRA Option. No employee hired on or after January 
1, 2013 will participate in the HRA Option or the Traditional Option. 

• No employee rehired on or after January 1, 2013 will continue to participate in 
the HRA Option or the Traditional Option following such rehire date. Any such 
rehired employee who was participating in the HRA Option or the Traditional 
Option at the time of such employee's prior termination of employment: 
(i) shall be eligible for access to the HRA or premium subsidies, as 

applicable, only if he or she was eligible for such HRA access or premium 
subsidies at the time of such prior termination of employment, and 

(ii) shall not accrue additional benefits under either the HRA Option or the 
Traditional Option. 

• Employees hired or rehired on or after January 1, 2013 who retire after attaining 
age 50 w ith at least five (5) years of service under the applicable Pension Plan 
are provided unsubsidized access to post-retirement medical coverage. 

• Each employee who elected to participate in the HRA Option, and each 
employee hired on or after January 1, 2005 and before January 1, 2013 will be 
referred to as an 'HRA Participant' herein. 

A-42a 
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Any provision of Sidebar Letter A-42 that is inconsistent with the above shall be deemed no 
longer in effect. Except as provided herein, the remaining provisions of Sidebar Letter A-42 
continue in full force and effect. 

It is believed that this letter accurately reflects the parties' agreement. 

Very truly yours, 

M.L 
J1j, ~. Alvaro 
Vice President, Labor Relations 
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In September 2000 June 2002, and, again, in February 2004 revisions were made to the Customer Project 
Coordinator (CPC) position to resolve employee issues as well as prepare the organization for the 
competitive environment that we face. These changes have resulted in CPCs that are well trained and 
customer focused . Because we are again in need of making clarifications to the CPC position, this letter 
will serve to eliminate all preceding letters and describe the current status of the CPC position and the 
agreements that have been reached about the requirements associated with this position. The job 
description and the job qualifications are attached to this document (Attachments A and B). 

The CPC position consists of three levels. Employees are expected to progress from the Apprentice Level 
through the Project Associate Level and finally to the Project Coordinator Level. At any time a CPC bids 
to a district location from the subdivision group, or vice versa, the employee will be given a reasonable 
amount of time, twelve ( 12) months, to become fully competent at the new project work. As needed, a 
development plan will be created at the time of the transition and the supervisor and employee will 
monitor progress to the plan. 

The Apprentice skill level will be an entry level position and will be focused on training and practical 
reinforcement of that training, through field work, lasting a minimum of twelve (12) months and a 
maximum of twenty-one (21) months. This time requirement shall not be waived for any reason for any 
Apprentice CPC in order to ensure that all incoming employees are trained consistently on work tools and 
work processes. The Project Associate CPC will participate in a similar training format with more 
extensive project work. The minimum time required as a Project Associate will be a minimum of 
eighteen (18) months and a maximum of twenty-seven (27) months. For reasons already stated, the time 
requirement for the Project Associate will not be waived. A Project Associate will receive a geographic 
service territory assignment at some time during the twenty-seven (27) month period. This assignment 
will be determined by the supervisor. The Project Associate will be under direction of a CPC during this 
time but is expected to perfonn the routine activities associated with this service territory in order to 
prepare for promotional testing. 

To be eligible to enter the CPC position, minimum qualifications must be met. An internal or external 
candidate must have completed an Associates degree from an accredited institution in one of the 
following engineering disciplines: Electrical, Mechanical, Electronics, Construction, or Civil. Candidates 
must also successfully complete Duke's customer service test before being considered for an interview. 

Employees will be selected to the Apprentice program upon successful completion of an interview 
utilizing Duke's Competency Based Selection Process. This interview will assess both the employees' 
technical skills as well as their competency skills. The interview team will consist of two management, 
two union-represented employees and one Management Team Member outside of Distribution Design. 

A-44 
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The union-represented team members will actively participate in the interview process. Seniority will 
only be considered if there are two internal candidates that are equally qualified. 

Once the candidates have been selected, classified seniority will be determined by the following: 
a. Successful internal candidates will be ranked first according to their hire date. 
b. Candidates that have co-op experienced will then be ranked by drawing numbers, and 
c. External candidates will be ranked, after both internal candidates and candidates with co-op 

experience, by drawing numbers. 

Apprentice level CPCs will be hired into a training location that wi ll serve as their reporting headquarters 
during their twelve ( 12)-twenty-one (21) month training period reporting to a Distribution Design 
Supervisor. Upon successful completion of their Apprentice training, Distribution Design' management 
will identify openings in one or more of the following five (5) CPC bidding areas: 

• Central (Monfort Heights, Hartwell, Queensgate, Dana Electric) 
• North (Todhunter, Brecon, Fairfield) 
• East (Little Miami, Batavia, Eastern Ave., Hamlet) 
• South (Erlanger) 
• Monfort Heights (Subdivision) 

Consideration will be given to the Customer Project Coordinators requests to be reassigned to a different 
headquarters within an Area prior to bidding; however, management retains the right to assign employees 
in the Customer Project sequence to any headquarters within an Area without the use of a posting. 
The area opening(s) will then be posted for cross bid by all qualified candidates. Candidates will be 
considered based on their classified seniority date. Resulting Area opening(s) will then be available for 
bid by the newly qualified Project Associate(s). Project Associate(s) will be considered based on their 
classified seniority date. 

When Project Associates are promoted to the Project Coordinator position, through those steps described 
below, there will be no need for an additional posting. They will promote in the area they are currently 
assigned. Management has the right to assign employees in the Customer Project Coordinator job 
sequence to any headquarters within an area without the use of a posting. 

Promotion from Apprentice to Project Associate or from Project Associate to Project Coordinator will 
consist of three requirements that all must be successfully completed. These requirements include: 

• Supervisor's review and recommendation 
• Written test 
• Field test 

Ifan employee fails to pass these requirements initially, he/she will be given three (3) months to prepare 
to retake only those requirements that were not completed successfully. The three (3) months will begin 
once the supervisor has reviewed the results of the original test with the employee. Should an employee 
not successfully complete these requirements after that time, the employee will be terminated from 
employment with the Company. 

An Apprentice also cannot have any disciplinary action six (6) months prior to promotion beyond an oral 
warning. An Apprentice can be eligible to take the promotional test (once the above requirements are 
satisfied), but he/she will not be promoted until there is a six-month period without any discipline. A 
Project Associate cannot have any disciplinary action six (6) months prior to promotion beyond an oral 
warning. Similarly, a Project Associate can be eligible to take the promotion test, but he/she will not be 
promoted until there is a six-month period without discipline. 

2 
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The tests referred to above have been created jointly by a union-management committee and will be 
routinely updated to reflect changes in standards, policies, and process improvements. (These updates 
will be shared with all CPCs through their Distribution Design Supervisor.) This test will be used as a 
learning tool to enhance the CPCs' knowledge of job skills. Providing an employee the opportunity to 
retake the test and learn from the experience shifts the emphasis from testing to learning. However, as 
previously discussed, the employee has the responsibility to attain the skills needed and complete the 
requirements for promotion or tenninate employment with Duke. Should this promotional process result 
in an abundance of grievances between union and management, the process will be reviewed and 
validation of the aforementioned tests will be evaluated. 

Although the employee will bid a work location at the time an employee advances to the Project 
Associate level, employees in the Project Associate level are expected to accept job assignments in the 
Distribution Design organization to develop a thorough understanding of the entire Customer Project 
Coordinator job description. The union-management team working on the test issues reached a decision 
that one test (for each level) would be created that provided a test that assessed widely used Customer 
Project Coordinator skills. In making this detennination, the team supported the concept that all CPCs 
should have certain knowledge regardless of their pennanent choice of district or subdivision work. 
Hence, only one set of tests (written and field) will exist for each skill level - Apprentice and Project 
Associate. 

Merit increases will continue to be handled as described in a letter from Jerry Baird to Pat Bradford dated 
March 17, 2000. The merit increases will be based on those competencies that the CPC performs as part 
of their regular duties. 

In the event of future reductions in the CPC job classification, rollbacks will be based on the lowest skill 
level by system seniority. 

It is believed that the aforementioned accurately describes our agreement regarding the CPC job 
classification. In regards to the CPC job classification; this agreement will take precedence over aU 
contradictory provisions of the labor agreement. This agreement can be amended or modified at any time 
by written consent of both parties. In addition, this agreement is not intended to set a precedent for any 
current or future similar situations, grievances or arbitration. If you concur with this agreement, please 
sign, date and return a copy of this letter to me. 

v/);;"/~ 
Von Huffaker 
Manager Distribution Design 
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During the 2005 contract negotiations, representatives of the Company and the 
Union discussed temporarily upgrading employees in clerical and technical job 
classifications. 

The Agreement provides that temporary upgrading shall only be available for 
manual employees. However, as a result of these discussions, the Company will agree, 
during the term of the 2005 - 2008 Agreement, to permit clerical and technical 
employees to be temporarily advanced to higher classifications. Employees will only be 
given consideration for temporary advancement when they actually replace another 
employee in a higher job classification for a full day or more; or supervision deems there 
is a need for an employee to fulfill the duties of a higher classified job for a full day or 
more. When employees are temporarily upgraded they will receive the minimum rate of 
the higher job classification or $4.00 per week more than their current wage rate, 
whichever Is greater. When selecting the individual to be temporarily advanced, the 
management will give consideration to seniority and rotation among qualified 
employees. Such upgrading will not take place when the work duties of another 
employee are distributed among several other employees, or when employees perform 
duties of higher classified jobs for training purposes. Temporary upgrades will not apply 
to the Statistical Typist, Typist Clerk, Receptionist Typist, Stenographer or Senior 
Stenographer job classifications. 

The Company voiced a serious concern about the potential for voluminous 
grievances if temporary upgrading is permitted for non-manual employees as described. 
As agreed, no grievances will be processed by the Union as a result of this limited 
exception to Article XII, Section 6 of the Agreement. 

Very truly yours, 

C¥2t-~ 
J{J; ;, Polley 
General Manager 
Labor Relations 
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April 21, 2005 

Mr. Jim Anderson 
President 
Local Union 600, IUU 
Utility Workers Union of America 
810 Brighton Street 
Newport, Kentucky 41071 

Re: East Meter Reading 

Dear Mr. Anderson : 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box 960 
Cincinnati, OH 45201-0960 

CINERGY. 
CG&E 

During the 2005 contract negotiations, representatives of the Company and the Union 
discussed the use of part-time Cinergy East Meter Readers. 

The parties thoroughly discussed the Company's utilization of part-time employees to 
supplement the Meter-Reading work force. While plans to utilize technology such as 
Automated Meter Reading on a wide spread basis are still on the horizon, it is almost certain 
some form of AMR technology will be utilized in the near future that will reduce the need for 
meter readers to perform manual meter reading and field data collection. 

The Company will continue to use part-time Meter Readers in the current manner and 
under the following conditions: 

1. The meter reading work force will receive any base wage percentage increases 
applicable to the rest of the clerical workforce. 

2. The starting wage rate for part-time meter readers will continue to be $12.00/hour. 
The minimum wage rate for new full-time meter readers will continue to be $14.00 
per hour. These minimum wage rates will not be increased by negotiated base 
wage increases. 

3. All part-time Meter Readers will be entitled to part-time employee benefits for 
employees working 20-31 hour per week, unless their regular schedule is less than 
20 hours per week and in that case they will receive the benefits ~ppropriate to that 
category, if any. 

4. Part-time Meter Readers will not receive any overtime assignments unless the 
available full-time Meter Readers at that headquarters have been asked to 
participate in such overtime. 

5. Part-time Meter Readers will receive the appropriate compensation for overtime 
when they work in excess of 8-hours in a day or any other regularly scheduled shift 
that is longer than 8 hours. 
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6. Any future full-time openings in division offices will be first offered to voluntary 
transfers of current qualified full-time Meter Readers. Regular employees who 
accept may be required to work overtime. regardless of the employee's age. 

7. All Meter Readers will be trained as appropriate. Only volunteer union members 
would be utilized to train part-time Meter Readers in the field. If no one volunteers. 
supervision will conduct the training in the field. 

8. In order to meet the meter-reading workload. the Company will have the option of 
adding either full-time or part-time employees to the meter-reading work force. 

9. Part-time Meter Readers will be held accountable to the same performance 
standards as the regular meter reading work force. Additionally, supervision must 
maintain the right to evaluate and change the number of meters on each route. 

10. New full-time Meter Readers and part-time Meter Readers will be eligible for $0.25 
merit increases every six months, until their wage rates equal their maximum wage 
rates. 

By proceeding in this manner, the future impact on reg.ular full-time East Meter 
Readers will be minimized. 

QQr1~ 
~.Polle(} 

2 

General Manager 
Labor Relations 



April 21, 2005 

Mr. Jim Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 
Cincinnati, Ohio 45202 

Re: lnterpfant Seniority Rights 

Dear Mr. Anderson: 
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Cinergy Corp. 
139 East fourth Street 
P.O. Box 960 
Cincinnati, OH 45201-0960 

CINERGY. 
CG&E 

During the 2005 negotiations, representatives of the Company and the Union 
discussed the interplant seniority rights for employees at the electric generating 
stations, in the event of a surplus situation. 

As agreed, during the term of the 2005 - 2008 Agreement, should the Company 
declare a surplus at one of its electric generating stations and affected employees 
cannot be absorbed into the work force at the plant, all of the electric generating 
stations within the CG&E service territory will be considered one department for 
purposes of administering roll-backs. The intent is to provide the more senior 
employees at the station with a surplus situation, the ability to bump the less senior 
employees at the other stations. The wage rates of surplus employees will be red 
circled. 

By proceeding in this manner, the Union's concern in this matter is alleviated. 

Very truly yours, 

John E. Polley 
General Manager 
Labor Relations 
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April 21, 2005 

Mr. Jim Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Treatment for Substance Abuse 

Dear Mr. Anderson: 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box960 
Cindnnati, OH 45201-0960 

CINERGY. 
CG&E 

During the 2005 negotiations, representatives of the Company and the Union 
discussed the compensation policy for employees who undertake treatment for substance 
abuse. 

While the treatment of these conditions is specifically excepted from coverage under 
the sick leave provisions of the Agreement, the Company will, for the term of the 2005 -
2008 Agreement, continue the arrangement of providing short-term disability benefits (STD) 
to employees who obtain treatment at an appropriate detoxification facility under the 
direction of the Company or in coordination with the Company and the employee's personal 
physician. Available STD may only be used for the first continuous absence when an 
~mployee undertakes to correct a substance abuse problem through an approved program. 
If the initial rehabilitation effort at a treatment center is not successful, the employee will not 
be granted additional STD. 

The Company is willing to extend this extra effort to ·help afflicted employees and their 
families, to eliminate the burden imposed upon fellow employees, and to minimize lost 
productivity and absenteeism caused by substance abuse. Employees who are unwilling to 
accept the responsibility for their own behavior or who refuse to participate In a necessary 
program wlll, as in the past, jeopardize their continued employment with the Company. 

The Union is encouraged to make the Company aware of Individuals thought to have 
substance abuse problems. With such assistance, fellow employees may be given a 
chance for which they may be forever grateful. 

Very truly yours, 

ff;~I~ 
General Manager 
Labor Relations 

A-50 



April 21 , 2005 

Mr. Jim Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
81 O Brighton Street 
Newport, Kentucky 41071 

Re: Personal/Diversity Day Requests 

Dear Mr. Anderson: 
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Cinergy Corp. 
139 East Four th Street 
P.O. Box 960 
Cincinnati, OH 45201--0960 

CINERG~ 
CG&E 

It was agreed that the individual departments would attempt to accommodate as 
many requests as possible to take a personal/Diversity or vacation day on Martin Luther 
King, Jr. Day, Presidents' Day and/or Good Friday during the term of the 2005 - 2008 
Agreement. All requests for a personal/Diversity or vacation day must be made by 
employees at least 7 days in advance. Days requested with the 7 day advance notice 
will not be considered as an absence for determining an individual attendance record . 

It is thought that this agreement will be mutually beneficial for all involved. 

Very truly yours, 

~t~ 
John E. Polley 
General Manager 
Labor Relations 
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April 21, 2~4 )OO"J 

Mr. Jim Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
81 O Brighton Street 
Newport, Kentucky 41071 

Re: Vacation Carryover 

Dear Mr. Anderson: 
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Cinergy Corp. 
139 East Fourth Sneer 
P.O. Box 960 
Cincinna ti, OH 4520l-0960 

CINERGY.. 
CG&E 

During the 2005 negotiations, representatives of the Company and the Union 
discussed carryover vacations. 

As agreed, for the term of the current Agreement, employees entitled to a 
vacation may carryover.up to one week of vacation to the next year. The carryover of 
vacation must be approved by supervision. Furthermore, vacation carried over may be 
taken any time during the following calendar year. 

This letter describes the agreement concerning the carryover of vacation. 

Very truly yours, 

John E. Polley 
General Manager 
Labor Relations 
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April 21 , 2064 ).. D\l J 

Mr. James Anderson 
President 
Utility Workers Union of America 
IUU Local 600 _ 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Job Elimination Situations 

Dear Mr. Anderson: 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box 960 
Cincinnati, OH 45201-0960 

CINERGY. 
CG&E 

During the 2005 contract negotiations, representatives of the Company and the 
Union discussed the possibility of employees bumping other employees with less 
system service seniority at the same wage level in other job classifications in the event 
of a job elimination situation. 

During the discussions the Union wanted the Company to agree to allow senior 
employees at a given wage level within a bidding area, the right to bump junior 
employees in other job classifications at the same wage level within the same bidding 
area, even though the senior employees had never been in the job classification(s) 
occupied by the junior employees. Due to the potential for a significant loss in 
productivity, the Company could not agree to that arrangement. However, during the 
term of the 2005 - 2008 agreement, it was agreed that if such a situation should arise, 
the Company would work with the Union on a case-by--case basis, in an attempt to 
place such employees in other available job classifications at the same wage level 
within the same bidding area. It was further agreed that if the Company is unable to 
place such employees in job classifications at the same wage level within the bidding 
area and they have 25 or rnore years of system service, they will maintain their job titles 
and wage levels and be eligible for negotiated increases and bonus.es. This only 
applies when such employees with more system service seniority are qualified, but 
cannot bump into a same wage level job within the bidding area, held by a junior system 
service seniority individual because they have not passed through the other job. 

It was also agreed that should a job elimination situation occur during the term of 
this Agreement, at the request of the Union, the parties would meet to discuss the 
rollback procedure described in Article V, Section 3, which may be revised by mutual 
agreement of the parties. 

This accurate.ly reflects the agreements reached between the parties. 

Very truly yours, 

~~:~ 
General Manager 
labor Relations 
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June 2, 2008 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
local600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Health Care Benefits 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORATION 
l 39 East Fourth St. 
PO Bo, 950 
Cincinnati . OH 45201-0960 

During the 2008 contract negotiations, representatives of the Company and the 
UWUA, Local 600 (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 2009 - 2012 EPO Plan design to be 
provided to the employees during the term of the 2008 - 2012 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, 2009 through December 31, 2012, the Union members 
will have access to the specially negotiated medical coverage options set 
forth in the attached Exhibit "A" ("UWUA 2009 - 2012 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, 2009 through December 31, 2009, the Union members 
will be provided a subsidy equal to 82.5% of the premium (calculated 
using standard actuarial procedures) applicable to the Medical coverage 
of the Union members and their eligible dependents. From January 1, 
2009 through December 31, 2009, the Union members will pay 17.5% of 
the premium (calculated using standard actuarial procedures) applicable 
to the Medical coverage of the Union members and their eligible 
dependents. 
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3. From January 1, 2010 through December 31, 2.010, the Union members 
will be provided a subsidy equal to 80% of the premium (calculated using 
standard actuarial procedures) applicable "to the Medical coverage of the 
Union members and their eligible dependents. From January 1, 201 O 
through December 31 , 2010, the Union members will pay 20% of the 
premium (calculated using standard actuarial procedures) applicable to 
the Medical coverage of the Union members and their eligible dependents. 

4. From January 1, 2011 through December 31, 2011 , the Union members 
will be provided a subsidy equal to 77.5% 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 22.5% 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, 2012 through December 31, 2012, 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, 2012 
through December 31, 2012, 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, 

M~ 
Vice President 

Attachment 



PROPOSED 
Plan Type 

1P.i.a'rf'N~i\1if'.!;;.:;r · · < ·· !"&'' 
Colnsura"M Percentage !alter 
deductible or co01vl: 

l n-Notwork 

Out-of-Nolwork (subject to 
reasonable & customaty 
chorgoa) 

Annual Deductlble: 

In-Network 

Out-of-Network 

Ou!·o!-Pocket Maximum: 

In-Network 

Out-of-Notwork 

Lifetime Coverage Limit: 

Prtma!"f Doctor Office Vl•tt: 

l n-Networ1< 

Out-of-Notwor1< 

Specialist Office Visit: 

ln~etwork 

Out-of-Network 

UWUA Exhibit A 
2009 - 2012 Enhanced EPO Plan Design· 

Not to Exceed in 2009 
Exclusive Provider Organization 

ENHAl'llCED'iEi?01b'er10N~ . 

100% 

NIA 

so 
NIA 

so Indiv idual; SO Family 

NIA 

Limit does not apply 

S30copay 

NIA 

$40 copay 

NIA 
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Exclusive Provider Organization 
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NIA 

$0 Individual: SO Family 

NIA 
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S35 copay 

NIA 

$45 cop;!y 

NIA 
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PROPOSED 
Plan Type 
Plan Name 

Outgatltnt Surgcrt: 

ln-Notworl< 

Out--0f-Notworl< 

Outpallont X-Ray: 

In-Network 

Out-of·Notworl< 

Hospital Couay: 

In-Network 

Out-of-Nctworl< 

. " 

Emergency Room Cnot followed 
by admission I: 

In-Network 

Oul-of-Networ~ 

UWUA 
2009 - 2012 Enhanced EPO Plan Design 

Not to Exceed in 2009 
Exclusive Provider Organization 
• ·eNHANOED EP.O OPTIO~ 

sao oopay 

NIA 

SO copay, MRI. CAT. and PET scans; 
100% covered • all olher x-ray services 

NIA 

S275 copay per admission 

NIA 

$85 <:0pay, COl>SY waived if admitted 

NIA 

Not to Exceed in 2010 
Exclusive Provider Organization 

·ENHANCES EPO OPTl0N 

$65 copay 

NIA 

$0 copay, MRI. CAT. and PET scans: 
l OO'Yo covered - all otl\e< x-ray services 

NIA 

$300 copay per admission 

NIA 

S100 cooay: copay waived if adm111ed 

NIA 
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Not to Exceed in 2011 
Exclusive Provider Organization 
EN'~:NCED:EPd b.:PTION: 

SSS copay 

NlA 

$0 copay; MRI. CAT. ond PET scons; 
100% covered· all other x -ray services 

NIA 

5300 copay per admi!osion 

NIA 

S\00 copay, copay waivod 1fadm1tted 

NIA 
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Notto Exceed In 2012 
Exclusive Provider Organization 
· ENHAA.CEOfEP,b;Oi>:Ti'e'N ... 

S75 copay 

NIA 

SO copay: MRI. CAT. and PET scans; 
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[JJ 

-l 
> 
~~ 
71'< 
0 "'O 
,, [JJ 

I (j s (j 
I r.l 
0"' 
~rt> 

"'O -;- 2 
r.l .._, ? 
~ ;p.. N 
rt> ... 0 

(;! Q;' :::; 
I') I 

0 ::r" 0 
..., 3 0 
.... rt>~ 
0 ::i N 
\C -



UWUA 
2009 - 2012 Enhanced EPO Plan Design 

PROPOSED Not to Exceed in 2009 Not to Exceed in 2010 Not to Exceed in 2011 
Plan Type Exclusive Provider Organization Exclusive Provider Organizalion Exclusive Provider Organization 
Plan Name ,,-"': • J. · ENH-ANCED'EfiO·OPTION ENHANCED:EPO OPTION EN.HANeeo EPO OPTION 

Urgent care Cllnlc Vlsil: 

1n·Networ1< $60 SSS $&5 

Out·Of·Network NIA NIA NIA 

Prescription Oruas: 

Rolail annual deductible N/A NIA NIA 
(In· and Out-of~etwor1<) 

Retail generic S15 S15 $15 

Retail formulory brand' $30 $30 $30 

Retail nonforrnulary brand S60 $60 $60 

Mall ardor generic S38 S38 $38 

Mail order formurary brand' $75 S75 t75 

Mail order nonlonnulary brand S150 S150 $150 

A Coinsurance applios to chalfles In eKcess of !he copay 

'If brand is purchased when generic Is available, brand copay prus cost diHennce between brand and generic drug 
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Notto Exceed in 2012 
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June 2, 2008 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
Local600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Retirement Plan Agreement 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORATION 
139 East Fourth Sr. 
PO Bo; 960 
Cincinnati, OH 45201 ·0960 

During the 2008 contract negotiations, representatives of the Company and the UWUA, 
Local 600 (the "Union") discussed the Company's desire lo migrate all employees to a 
common benefits program. The following outlines the agreement between the Company and 
the Union for providing the employees with options and protections for Retirement Plan 
participation that will remain in effect during the 2008 - 2012 Contract. 

Traditional Retirement Program Frozen: 

Participation in the Cinergy Traditional Retirement Program will be frozen as of 
January 1, 2013 for certain employees. Active employees on January 1, 2013 who are 
younger than age 50 (as of December 31, 2012) and anyone who is older than 50 but has 
fewer than 25 years of service (as of December 31 , 2012). will automatically begin 
participating in the New Duke Retirement Program. 

Voluntary Conversion Opportunities : 

Active employees in the Traditional Retirement Program will be offered a voluntary window in 
2008 to elect to remain in the Traditional Pension Program or elect the New Retirement 
Program. In 2012, a second voluntary window will be offered only to those active employees 
who remain in the Traditional Program and who are age 50 with 25 years or more of service 
as of December 31 , 2012. 

Voluntary Conversion to the New Retirement Program: 

Part A Benefit (Part A): The pension plan benefit 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 at retirement (not the date of 
conversion). 

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 Duke Energy 
Retirement Cash Balance Plan. 

The Company matching contributions for the 401(k) plan will be enhanced to mirror 
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 
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amount is a dollar-for-dollar match on the first 6% of eligible pay (this includes base, 
overtime and annual incentive pay). 

Employees will also begin participating in an annual incentive plan with grei')ter 
award opportunities (up to 5%). 

With Mandatory Conversion to the New Retirement Program: 

1. Mandatory conversion will be effective January 1, 2013 for employees who 
have elected to remain in the Cinergy Traditional Retirement Program. Other 
terms applicable to the mandatory conversion are as follows: 

a. The final average monthly pay for retirement will be frozen at the time of 
conversion (no pay run up). 

b . Employees will have no choice between annuity and lump sum on Part A; 
only the current traditional program annuitant options will be available for 
Part A 

c. Can still grow in to the 85 points. 

d. Employees will receive the enhanced 401 (k) and enhanced incentive pay 
as described above once they mandatorily convert. 

Employees Currently in the Cash Balance Plans: 

Employees who previously selected one of the Cinergy cash balance plans (Balance or 
Investor) will automatically transition to the New Retirement Program as soon as 
administratively possible, but no later than January 1, 2009, to include participation in a cash 
balance pension plan that mirrors the Duke Energy Retirement Cash Balance Plan and an 
enhanced 401(k) plan to mirror the Duke Energy Retirement Savings Plan and an enhanced 
annual incentive plan as described below: 

Annual Incentive Plan Summary Changes for those who elect or automatically move 
to the New Retirement Program: 

In conjunction with the New Retirement Program, all participants who volunteer or 
upon mandatory conversion to the New Retirement Program will be eligible for up to 
a 5% maximum annual incentive pay (payable in 2010) based on the achievement of 
goals as set forth below: 

NEW RETIREMENT PROGRAM - UEIP 

Goal Level1 Level2 Level3 

Company Financial Result .75% 1.5% 3% 

Safety .5% .75% 1% 

Customer Satisfaction .5% .75% 1% 

1.75% 3.0% 5.0% 
·- --
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Annual Incentive Plan Summarv Changes for those who do not elect the New 
Retirement Program: 

Employees who elect to remain in the Cinergy Traditional Program, which provides 
benefits under the current final average pay formula, will not be eligible for the higher 
incentive payout, but will continue their eligibility for the current Cinergy 401(k) Plan 
formula and will begin participating in an annual incentive plan , with a maximum 
award of 2% based on the achievement of goals as set forth below: 

TRADITIONAL RETJREMENT PLAN - UEJP 

Goal Level1 Level2 Level 3 

Company Financial Result .5% .75% 1% 

Safety .25% .375% .5% 

Customer Satisfaction .25% .375% .5% - -1.0% 1.5% 2.0% 

The Retirement Conversion Agreement Survives the 2008 - 2012 Contract: 

The Company and the Union expressly understand and agreed that the Retirement Program 
conversion agreement shall continue in full force through January 1, 201 3, surviving the 
termination of the 2008 - 2012 Contract, and shall continue in full force through succeeding 
contracts, or in the absence of succeeding contracts, unless changed by mutual agreement 
of the parties. 

Very truly yours, 

~·~ 
Vice President 
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June 2, 2008 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Sabbatical Vacation Bank and Vacation Credit Programs 

Dear Mr. Anderson: 

KyPSC Case No. 2017-00321 
STAFF-DR-01-039(a) Attachment 

Page 78 of I 09 

DUKE ENERGY CORPORATION 
139 East Fovrt/1 SI. 
PO Box 960 
Cincinnati, OH 45201 -0950 

During the 2008 contract negotiations, representatives of the Company and the UWUA, 
Local 600 (the ''Union") discussed the phasing out of the Sabbatical Vacation Bank and 
the Vacation Credit Programs. 

As agreed, these programs shall be phased out in accordance with the attached 
document, Attachment A, which outlines the specific revisions to the Sabbatical 
Vacation Bank and Vacation Credit Programs that will remain in effect through 
December 31, 2012. 

The Company and the Union expressly understand and agreed that the phasing out of 
the Sabbatical Vacation Bank and the Vacation Credit Programs, as stated in the 
attached document, shall continue in full force until December 31, 2012, surviving the 
termination of the 2008 - 2012 Contract. and shall continue in force through succeeding 
contracts , or in the absence of succeeding contracts, unless changed by mutual 
agreement of the parties. 

Very truly yours, 

MR~ 
Vice President 

Attachment 
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ATTACHMENT A 

REVISIONS TO THE SABBATICAL VACATION BANK 
AND VACATION CREDIT PROGRAMS 

FOR UWUA, LOCAL 600 

Effective January 1, 2009, the Vacation Bank and Vacation Credit Programs will be phased out over a 
four year period and will be ending on December 31, 2012. 

THE CHANGES: 

Sabbatical Vacation Program: 
• The sabbatical banking program will be eliminated for employees who are younger than 47 years old 

as of December 31. 2008. 
• Employees who are 47 years old or older as of December 31, 2008 will be eligible to continue 

banking vacation until December 31, 2012, 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 credits) cannot bank more after January 1, 2009 but will be 
grandfathered with the amount they have banked. 

• No additional banking will be permitted after January 1, 2013. Therefore, the last opportunity to bank 
vacation will be in December 31 , 2012 because banking is done at the end of the year. 

• Banked vacation will be paid out at the final rate of pay at retirement. 

Vacation Credit Program: 
• Vacation Credits: Up to six weeks credit, starting at age 51, cannot exceed the employee's vacation 

entitlement. 
• Employees who are at least 51 years old as of December 31, 2012 will continue to receive "vacation 

c redits" up to the lesser of their annual vacation entitlement or the schedule below. 
• The vacation credit program wil l be modified for employees who are younger than 51 years old as of 

December 31, 2012. For those employees "only" hired prior to January 1, 1997 will receive their 
"vacation credits" up to the amount of vacation time they were elig ible for as of January 1, 2006. 

• Vacation credits w ill be paid out at the final rate of pay of retirement. 

Service Credit Program: 
• Service Credits : Up to two weeks for years 32 and 33 years of employment In lieu of a 6111 week of 

vacation time off. 
• Employees will continue to receive one week of "service credit" added to their vacation bank in years 

32 and 33 of employment in lieu of time off until December 31, 2012. Effective January 1, 2013, 
employees will be granted a 6'h week of vacation time off during their 32"d year of employment in lieu 
of a week of service credit. 

• An employee who has already reached their maximum or more of vacation bank before January 1, 
2013 will receive their 6'h week of vacation as "time off in lieu of a service credit 

THE SCHEDULE: 

Age as of: Maximum Banked Vacation 
12/31/2008 (including vacation and 

service credits) 
47 10 
48 10 
49 10 
50 12 
51 14 
52 16 
53 18 
54 20 
55 22 
56 22 
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June 2, 2008 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
Loca1600 
810 Brighton Street 
Newport. Kentucky 41071 

RE: Union Employee Annual Incentive Program (UEIP) 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORATION 
J 39 Eilsr Fourth Sc 
PO Box 960 
Cincinnati, OH 45201-0960 

During the 2008 contract negotiations, representatives of the Company and the UWUA, 
Local 600 (the "Union") discussed that the payout for the incentive bonuses for 
employees will vary based on their participation in the offered retirement program. 

Beginning with the 2009 goals and during the term of the 2008 - 2012 Agreement, the 
UEIP payout (payable in 2010) will be administered as follows: 

Annual Incentive Plan Summary Changes for those who elect or automatically move to 
the New Retirement Program: 

In conjunction with the New Retirement Program, all participants who volunteer. or upon 
mandatory conversion, will be eligible for up to a 5% maximum annual incentive pay, as 
specified below: 

NEW RETIREMENT PROGRAM - UEIP 

G-oal Level1 Lev~l2 Level3 

Company Financial Result .75% 1.5% 3% 

Safety .5% .75% 1% 

Customer Satisfaction .5% .75% 1% 

1.75% 3.0% 5_0% 
--·· 
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Annual Incentive Plan Summary Changes for those who remain in the Traditional 
Retirement Program: 

Employees who elect to remain in the Cinergy Traditional Program. which provides 
benefits under the current final average pay formula, will not be eligible for the higher 
incentive payout, but will participate in an annual incentive plan; with a maximum award 
of 2%, as specified below: 

TRADITIONAL RETIREMENT PLAN - UEIP 

Goal Level1 Level2 Level3 

Company Financial Result .5% .75% 1% 

Safety .25% .375% .5% 

Customer Satisfaction .25% .375% .5% ---·~ 
. . .. 

1.0% 1.5% 2.0% 

Very truly yours, 

~.~ 
Vice President 
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April 13, 2012 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
Local600 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Cincinnati Call Center 

Dear Mr. Anderson: 
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During the 2012 contract negotiations, representatives of the Company and the UWUA, 
Local 600 (the "Union") discussed the Duke Energy Cincinnati Call Center. 

As agreed, the Cincinnati Call Center organization will consist of Customer Service 
Representatives (CSR) and Service Installation (SI). The CSR group will consist of the 
following subgroups: full-time incumbent CSRs; full-time new CSRs; part-time 
incumbent CSRs; and part-time new CSRs. Incumbents are defined as CSRs who 
were employees in the Cincinnati Call Center prior to the original Call Center agreement 
of 1996. 

The Cincinnati Call Center wages will be administered per the attached (Attachment A). 
None of the existing CSRs will have their wage rate reduced as a result of these 
changes. Employees hired after April 1, 2012 or promoted to the Customer Service 
Representative - Service Installation (CSR-SI) will receive a $0.25 merit increase every 
six months in accordance with the December 29, 2000 Patrick P. Gibson Letter in lieu of 
the annual general wage increase until reaching the maximum rate of pay. Once an 
employee reaches the maximum rate of pay, they will receive an annual lump sum 
equal to the negotiated general wage increase for clerical employees. 

Incentives for A Reps, Call Center Leads, and CSRs, in the Cincinnati Call Center will 
be based on the achievement of established performance measures as determined by 
the Company. The Company will notify the Union at least 30 days prior to any change 
for discussion. Any A Rep, Call Center Lead, or CSR, who is serving in a non-call-taking 
role, will receive a bonus equal to the average bonus payout for call-takers, unless an 
alternative method is mutually agreed upon by management and union representatives. 
There will be a quarterly review by management and union representatives to ensure 
that bonus calculations are accurate. Assuming the union representatives involved in 
this review are in agreement with the calculations, the Union agrees not to support or 
process grievances related to the bonus calculations. 
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An incentive eligible employee, who leaves the Cincinnati Call Center, prior to the end 
of a quarter, will receive a prorated bonus for the time worked in the Cincinnati Call 
Center organization. 

It is expected that representatives working evening, night, holiday or weekend shifts 
provide at least three hours notice if they are going to be unable to report to work, 
whether due to illness or other factors. It is understood that there will be times when an 
emergency occurs within three hours of the start of an employee's shift. 

Employees (including NSCC/SI), who are called out for other than planned overtime, will 
be paid a minimum of four hours at the appropriate overtime rate except when they 
come in, relative to storms, less than four hours before their scheduled shift. In this 
case, they will only be paid at the applicable overtime rate for a minimum of two hours. 

The Union agrees to support the following: 

Virtual Routing (Base Call Center) 

• The Union agrees to not grieve the routing of Duke Energy customer calls 
and other types of Call Center non-call work to ava ilable representatives 
within the Duke Energy Call Centers or outsourced center(s). The outsourced 
portion of this work is not subject to the Labor Management Executive 
Committee outsourcing process developed in December of 2004, or any 
subsequent related side-letter agreements. 

Staffing Mix 

• The Company has the right to offer full-time new CSR positions directly to 
part-time CSRs based on performance criteria established by management. 
If the performance of two or more part-time CSRs is equal, years of service in 
the Cincinnati Call Center will be used as a tie-breaker. In order to qualify for 
the position of full-time new CSR, an employee must have one year of 
experience in the Cincinnati Call Center within the last th ree years. 

• Full-time new and part-time representatives, within the Cincinnati Call Center, 
who demonstrate, through assessment, that they are fluent in Spanish, will be 
paid a premium of $1.00 per hour. 

Applicable to Base Call Center Operations 

Employees may be hired either as full time or part time based on business needs. A 
new classification, Full Time New (FTN) - Probationary, will be established. Employees 
hired as FTN - Probationary will start at the Part Time (New) wage rate which is 
currently $11 .00 per hour. Upon the successful completion of the employee's 
probationary period, the employee will be reclassified as Full Time (New) and their 
hourly rate will increase to $13.00 per hour. Based on business needs there may be a 
requirement for part time CSRs. If new full time CSRs are being hired, existing part time 
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CSRs will be offered full time positions and classified as Full Time (New) at the 
appropriate wage rate. 

Management agrees to review the necessary criteria to determine if part-time 
employees qualify to be converted to full-time employees each quarter. Those 
employees that qualify wifl be given the opportunity to become full-time CSRs each 
quarter, as long as business needs dictate. 

All part-time CSRs will receive part-time employee benefits, regardless of the number of 
hours they work. While the intention is for part-time CSRs to be scheduled for less than 
32 hours per week, they may exceed this number of hours due to actual or expected 
peak call volumes, trading of hours between employees, etc. 

In addition to existing work schedules, two new schedules are being implemented; 

A) 3 twelve hour days and 1 four hour day. 

B) 4 nine hour days and 1 four hour day. 

The meal provision for twelve hour workers will be triggered when the employee works 
thirteen consecutive hours and fifteen consecutive hours with the employee receiving a 
meal, or compensation in lieu thereof. For employees on a nine hour schedule, a meal 
or compensation in lieu thereof, will be provided at eleven and fifteen consecutive hours 
respectively. 

Personal days must be taken in full day increments regardless of the employee's 
schedule. Twelve hour shift workers will be entitled to three personal day and one 
diversity day and nine hour shift workers will be entitled to fou r personal days and one 
diversity day. 

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. Twelve hour and nine hour employees working on the actual calendar 
holiday will receive time and one-half pay for their scheduled hours worked on the 
actual calendar holiday. If the employee exceeds their scheduled hours, double time will 
be paid for those hours worked in excess of their schedule. 

The Company reserves the right to implement other schedules based on business 
needs. At least 30 days prior to implementation, the Union and Company will meet to 
discuss the schedule. 

Applicable to Service Installation 

A new classification, Customer Service Representative - Service Installation (CSR-SI), 
will be established within the Customer Relations bid area with a minimum wage rate of 
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$16.00 and a maximum wage rate of $18.50 per hour. Only full time employees will be 
considered for this position. The minimum and maximum wage rates are not subject to 
the negotiated annual wage increases. For the first 12 months after entry into the 
classification, and in accordance with the Patrick P. Gibson Letter, employees failing to 
meet performance standards may be demoted to the Full Time New job classification. 
Such demotion may take place prior to corrective action being taken. This does not 
preclude action being taken on more serious offenses such as but not limited to 
attendance, zero tolerance calls, or any dischargeable offense. Any demotion will not be 
subject to the grievance procedure. If such a demotion occurs, the employee's rate of 
pay will be reduced to the rate of pay at the time the employee promoted to the CSR-SI 
position plus any merit increase that the employee had received since their promotion, 
not to exceed the maximum wage rate for the FTN classification. If the employee is 
demoted, they will not be considered for promotion for an additional 12 months, from the 
date of demotion or last corrective action. During the first six months, an employee can 
request to demote from CSR-SI. Employees who demote within six months will retain 
their classified seniority. Employees demoted after six months will receive an adjusted 
seniority date. 

Employees in the CSR-SI classification will receive a $0.25 merit increase every six 
months in accordance with the December 29, 2000 Patrick P. Gibson Letter in lieu of 
the annual general wage increase until reaching the maximum rate of pay. Once an 
employee reaches the maximum rate of pay, they will receive an annual lump sum 
equal to the negotiated general wage increase for clerical employees. 

Incumbent employees in the Order Processing Representative and Sr. Order 
Processing Representative will be placed in the Customer Relations bid area. 

The Company reserves the right to implement other schedules based on business 
needs. At least 30 days prior to implementation, the Union and Company will meet to 
discuss the schedule. Nine and twelve hour shift schedules will be implemented as 
outlined for Base Call Center operations. 

This letter will be in effect during the term of the 2012 - 2015 Agreement. 

Very truly yours, 

M.~ 
J\t~. Alvaro 
Vice President, Labor Relations 

Attachments 



Title Negotiated Base 
Wage Increases 

CSR-FTN Same as clerical 

CSR-PTI Same as clerical 

CSR-PTN Same as clerical 

Service Installation See#3 
Rep 

CSR - FTN(P) See#3 

CSR - PTN' See#J 

Attachment A - Wage Rates 

Wage Range Merit Increases 

$13.00- S15.08 Normal 

$15.08 N/A 

$11 .00-$12.00 Normal 

$16.00 - $18.50 See#4 

$11.00 - $11 .25 See#4 

$11 .00 - $12.00 See#4 
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Corporate Cali Center 
Incentive Bonus Incentive Bonus 

Yes Up to $500 per 
Quarter 

Yes Up to $375 per 
Quarter 

Yes Up to $375 per 
Quarter 

Yes Up to $500 per 
quarter 

Yes Up to $500 per 
auarter 

Yes Up to $375 per 
Quarter 

1. The minimum and maximum wage rates for the SeNice Installation Representative, CSR­
PTI, CSR-FTN, CSR-FTN(P}, and CSR-PTN positions will not increase with annual base 
wage increases. 

2. Any CSR-FTN, CSR-PT!, and CSR-PTN with a wage rate at or above the maximum will 
receive their annual increase in the form of a lump sum rather than a base increase. 

3. Semi-annual merit increases in lieu of General Wage Increase. 

4. $0.25 every six months. After maximum is reached employee will receive a lump sum 
increase equal to the negotiated annual wage increase for clerical employees. 

5. Order Processing Representatives assigned to take base calls at least 35% of the quarter 
will be eligible to receive the quarterly Call Center Incentive based on their performance. 

1 Hired after 4/1/12 
2 Hired after 4/1112 
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June 2. 2008 

Mr. James W. Anderson 
President 
Utility Wori<ers Union of America 
Local600 
810 Brighton Street 
N~wport. Kentucky 41071 

RE: Part-Time Employee Benefits 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORATION 
J 39 €asr Fourth Sr. 
PO Box 960 
Cincinnati, OH 45201-0960 

During the 2008 contract negotiations. representatives of the Company and the UWUA. Local 
600 (the "Union") discussed benefits that would be extended to part-time employees 
represented by the Union. Accordingly, the following table outlines the benefits that these 
employees will receive during the term of the 2008 - 2012 Collective Bargaining Agreement. 

Benefit Comment 

Pension Onl:t if work greater than 999 hours in a 365 dal' period 

I 401(kl -- -- ·- Same as full time employees 
-·· - -

Medical Same as full time employees 
-- .-.. ~· -- · . -·---.. 

Dental ... - -- -- Same as full time employees 
~----.. - -. 

Vision ---- -- Same as full time employees 
--· 

~pending Ac_q_o_unts Same as full time emplo~ees 
Short-Term Disability (STD} After_ 12 consecutive months of employment 

Bereavement Dav of funeral only 

Holidavs -- Only if holiday falls on a reoular scheduled work day 
One personal day after 12 consecutive months of 

Personal Dav employment -· 
Number of hours regularly scheduled per week times # of 

Vacation vacation weeks based on vears of service 

Supplemental Workers' Compensation Same as full time emolovees 

Jurv Dutv & Witness Pav Onlv if it falls on a reoular scheduled work day 
ShifUSunda:t Premiums _________ Same as full 'ime em12loj'.ees ·-
Life and AD&q_Jr:isurance ·--·-- Same as full time employees ··-
De12enden_t_~ife Insurance Sam~ as full time emElo:i:ees --

Very truly yours, 

it·~ 
Vice President 
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June 2, 2008 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
Local600 
810 Brighton Street 
Newport. Kentucky 41071 

RE: Meter Reading Travel Allowance 

Dear Mr. Anderson: 
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DUK£ ENERGY CORPORATION 
139 East Fourlh St. 
PO 801 960 
Cincinnati. OH 45201 -0960 

During the 2008 contract negotiations, representatives of the Company and the 
UWUA, Local 600 (the "Union") discussed the Meter Reading Travel Allowance 
and the cost ,of transportation resulting from rising gasoline prices. 

As a result of those discussions, although the Company raised this allowance by 
$1/day, the Company indicated its willingness to meet with representatives of the 
Union during the term of the 2008 - 2012 Agreement to discuss the allowance, if 
requested in writing by the Union. 

Very truly yours, 

~-~~ 
~~~.Alvaro 
Vice President 
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April 13, 2012 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
Local600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Revenue Services Representatives 

Dear Mr. Anderson: 

KyPSC Case No. 2017-00321 
STAFF-DR-Ol-039(a) Attachment 

Page 89 of I 09 

During the 2012 negotiations, the parties discussed consolidating the current three work groups within the 
Revenue Services Department into one newly created job classification classification titled "Revenue 
Services Representative" (RSR). Based on these discussions, the parties agreed to create the RSR 
position in accordance with this letter. 

Specifically, Revenue Services currently is comprised of three work groups: (1) Billing, (2) Ohio/ 
Kentucky Receivables, and (3) Payment Exceptions. These three work groups' functions will be 
combined and performed by the newly created RSR position. The job description for the RSR position is 
Attachment A to this letter. 

1. Wage Rate: The minimum rate of pay for the RSR position is established at $16.00 per hour, 
and the maximum wage rate is $18.50 per· hour. The minimum and maximum wages will not 
increase during the term of the contract. 

2. Merit Increases: Employees in the RSR position may progress to the maximum wage rate 
through merit increases at six month intervals. Employees will be eligible for $.25 merit increases 
in accordance with the December 29, 2000 Patrick P. Gibson Letter. Employees at the maximum 
rate of pay will receive an annual merit increase in a lump sum amount equal to the negotiated 
general wage increase for clerical employees, which may be in the form of a percentage pay 
increase and/or lump sum amount. 

3. Selection. The Company will give first consideration to full-time employees over part-time 
employees in the competency-based selection process for the RSR position when all other things 
are equal. 

4. Incumbent Employees. Incumbent employees will perform all functions of the newly created job 
description but will be considered grandfathered in their existing classifications. Incumbent 
employees will continue to receive the negotiated general wage increases applicable to their 
current job classifications in accordance with the Collective Bargaining Agreement. In addition, 
these employees will retain all bid and rollback rights in the Customer Relations Bidding Area. 

5. Tamper Theft-Type Work. The Company and the Union agree to establish a $1.50 per hour 
premium to be paid to employees in the RSR position when management assigns them to 
perform tamper theft-type work. Management will assign full-time employees to perform tamper 
theft-type work as needed. Any employee who has received a verbal warning in the past six 
months, or a disciplinary letter or higher level discipline in the past year will not be considered. 
Such employees are eligible for consideration once his or her record is free from a verbal warning 
for six months, and/or free from any disciplinary letter or higher level discipline for one year. It is 
anticipated the number of employees performing this work will vary based on work load. 
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Management will consider seniority as a tiebreaker to determine which equally qualified 
employees will be assigned to perform this work. No premium will be paid to employees while 
training or on paid time off. This letter shall not be construed as limiting management's rights 
under the terms of the applicable collective bargaining agreement. 

This letter will be in effect during the term of the 2012 - 2015 Agreement. 

Attachment 
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(NEW: 04-01-2012) 
(CUSTOMER RELATIONS) 
REVENUE SERVICES 

60667 

CLASSIFICATION: REVENUE SERVICES REPRESENTATIVE 

A. DITTIES: 

Under general supervision, on various work schedules, primary responsibilities include timely and 
accurately billing, processing customer payments, and receivables management for the Company's 
customers. Responds to and resolves internal and external customer requests, inquiries, and 
complaints; performing such duties as: 

1. Coordinates with other groups/departments to resolve issues to meet customer expectations. 

2. Uses computerized systemsfor tracking, information gathering, data corrections/workfiles 
and/or troubleshooting. 

3. May answer inquiries and resolve problems. 

4. Requires knowledge of the organization, products, and/or services. 

5. May respond to internal or external customer inquiries. 

6. Requires ability to navigate computerized data entry systems or other relevant applications. 

7. Analyzes all available data and resources to take action and correct or resolve routine 
situations. 

8. Accepts and resolves routine issues from other sources. 

9. Performing similar or lesser skilled work. 

B. QUALIFICATIONS: 

Must meet the Company's requirements as to GENERAL QUALIFICATIONS; and, in addition: 

1. Knowledge of regulatory agencies' rules and regulations. 

2. 1 - 2 years experience with residential, commercial and industrial Customer Service. 

3. High School Education or Equivalent. 

4. Ability to adapt well to process and Technology changes. 

5. Multi-task oriented with the ability to work efficiently in stressful situations. 

6. Ability to actively listen while entering detailed customer information. 
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(NEW: 04-01-2012) 
(CUSTOMER RELATIONS) 
REVENUE SERVICES 

60667 

CLASSIFICATION: REVENUE SERVICES REPRESENTATIVE 

B. QUALIFICATIONS: - (Cont'd) 

7. Demonstrates effective communication skills (both oral and written). 

8. Interacts well with both internal and external customers. 

9. Ability to process analytical problems and initiate appropriate actions to support safety, first 
contact resolution and customer satisfaction. 

10. Ability to read instructions/documents and comprehend the context then execute the details. 

11. Demonstrate problem solving skills. 

12. Maintain composure in demanding and difficult situations. 

13. Ability to use good time management skills to fulfill tasks. 

14. General knowledge of CMS I CMSi. 

15. Demonstrated ability to use Microsoft Office Products (Word, Excel, PowerPoint, Outlook, 
etc.). 

16. Ability to work together as a team and support Revenue Services initiatives. 
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April 13, 2012 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
local600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Competency Based Selection 

Dear Mr. Anderson: 
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During the 2012 negotiations, the Company and Union discussed the implementation of a Competency 
Based Selection Process for certain job classifications. Specifically, this process will be utilized when 
filling certain clerical jobs designated as level N8 and above and certain technical jobs designated as 
level T 4 and above. This will ensure that the most qualified candidate is selected for the position and is 
more likely to succeed. · 

Job openings will be filled using the following Competency Based Selection process: 

• Job applications/ resumes will be screened to determine that minimum qualifications are met 
• Candidates meeting the minimum qualifications will be evaluated based on the following factors: 

skills and qualifications, prior job performance and/or experience and in certain positions, a Basic 
Skills Assessment 

• Company employees will be provided with advantage points in the process that will not be 
provided to external applicants 

• Seniority will be the deciding factor if there are two internal candidates that are equally qualified 
as determined by the Company 

The process, as outlined above, will be used for the following job classifications: 

CLERICAL TECHNICAL 
Gas Operations Administrator Corrosion Technician A 
Administrative Office Clerk Gas Technician 
Electric Operations Clerk Control Technician Ill 
Order Processing Representative Technician 
Sourcing/Purchasing Associate Control Technician II 
Customer Relations Representative Gas Layout Technician 
B (excludina cross-bids) 
Gas Document Specialist T&D Support Technician 
Customer Relations Clerk B Control Technician I 
(excludina cross-bids) 
Office Coordinator Sr. Gas layout Techn ician 
Revenue Services Representative GIS Technician II 
Service Installation Representative GIS Technician I 

GIS Team lead 
LIT Support Agent II 
LIT Support Agent I 
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TECHNICAL 
T&D Design Technician 
Operations Technician 
Sr. Substation Design Technician 

Sr. Surveying Technician 
Sr. T&D Design Technician 
Substation Design Technician 
Surveying Technician 
Sr T&D Support Technician 

Future openings in the Customer Relations Representative B and Customer Relations Clerk B 
classifications will be filled using the Competency Based Selection Process and initially offered to 
employees in the following full-time classifications: Customer Relations Representative C, Customer 
Relations Clerk C, Meter Reading Incumbents and Order Processing Representatives. 

Additionally, the Company would use this process to fill any newly created job classifications that are at or 
above the N8 or T4 wage level (or its equivalent). The selection process for Customer Projects Resource 
Specialist, Customer Project Coordinator and the Gas Operations Trainer, will remain as outlined in the 
applicable side bar letters. 

Very truly yours, 



~Duke 
{#Energy® 

April 13, 2012 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
Local600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Seniority Listing for filling Office Coordinator positions 

Dear Mr. Anderson: 
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During the 2012 negotiations, the parties discussed the Seniority Listing previously used for filling Office 
Coordinator openings. 

Based on these discussions, the parties agreed that all incumbents on the Seniority Listing dated January 
1, 2012 (see attached) who are in good standing will be offered an opportunity to participate in the 
competency-based selection process for hiring into the Office Coordinator position. Following the testing 
process, management will select candidates to be interviewed. The Company agrees to provide an 
advantage point(s) to the overall score of incumbents participating in the process. Incumbents who either 
choose not to participate in the process; do not meet the testing minimum threshold; are interviewed and 
not selected; or decline to interview, will be removed from the Seniority Listing. No additional employees 
will be added to this Seniority Listing. 

Very truly yours, 
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SENIORITY LISTING FOR FILLING OFFICE COORDINATOR POSITIONS 

Level7 
Loe a Classified 

Emp.# Code Name Current Job Title Job# Seniority Date Sub 

017747 EXCIN Thomas Biederman Electric Operations Clerk 60764 3/18/1991 1 
064000 EF360 Jennifer Pierce Electric Operations Clerk 60764 10/28/1991 
026475 EXCIN Lynda Galinari Administrative Office Clerk 60035 7/4/1994 
068915 EF360 Debbie Rogers Electric Operations Clerk 60764 11/30/1 998 7 
051300 EMCIN Maureen Macke Administrative Office Clerk 61995 1212711998 
082800 EXCIN Jo Sullivan Administrative Office Clerk 60035 611/2000 
017561 EMCIN Mattie Bailey Electric Operations Clerk 60764 10/16/2000 2 
018198 EYCIN Arnetta Williams Order Processing Rep. 60035 4/30/2001 3 
052301 EXCIN Elizabeth Martin Gas Operations Admin. 60829 8/18/2003 
018465 EXCIN Eugenia Davis Sr. Stenoorapher 61995 9/1/2004 
087558 CYCIN Cynthia Ward Order Processing Rep. 61475 1/31/2005 
081629 EMCIN Shauna Stolz Gas Trans. & Supply Ad min . I 60833 9/18/2006 
017841 EYCIN Deborah Boothe Administrative Office Clerk 60035 10/9/2006 2 
065705 EYCIN Christina Ramsev Order Processing Rep. 61475 12/18/2006 1 
090380 EYCIN Tracey Wiley Order Processing Rep. 61475 12/18/2006 2 
045560 EYCIN Janet Knaley Order Processing Rep. 61475 12/1 8/2006 3 
066332 EYCIN Clifford Reekers Order Processing Rep. 61475 12/18/2006 4 
049631 EYCIN Leila Ligon Order Processing Rep. 61475 12/1 8/2006 5 
063940 EXCIN Linda Piccirillo Gas Operations Admin. 60829 1/29/2007 
017654 EF330 DawnElla Cunninoham Administrative Office Clerk 60035 2/12/2007 
069770 EF213 Jackie Ross Administrative Office Clerk 60035 517/2007 
018225 EF360 Janet Chadwick Sr. Stenographer 61995 8/27/2007 
018385 EF360 Paula Courtney Gas Operations Administrator 60829 A09-20-2007 
018308 EXCIN Aoril Collins Gas Operations Administrator 60829 1/14/2008 
077770 EYCIN Cynthia Smith Order Processing Rep. 61475 2/8/2010 1 
019869 EYCIN Michelle Hetzer Order Processino Rep. 61475 2/8/2010 2 
017547 EXCIN Nancy Avila Gas Operations Administrator 60829 2/22/2010 
032161 EMCIN Lovell Knic::iht Order Processinq Rep. 61475 1/17/2011 1 
033013 EMCIN Priscilla Jackson Order Processing Rep. 61475 1/17/2011 2 
033222 EMCIN Teniesha Wriaht Order Processinq Reo. 61475 1/17/2011 3 

01-01-2012 TO BE USED ONLY FOR FILLING OC POSITIONS 
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April 13, 2012 

Mr. James W . Anderson 
President 
Utility Workers Union of America 
Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: New Service Contact Center 

Dear Mr. Anderson: 
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During the 2012 negotiations, the parties discussed the impact of newly created job classifications for 
Revenue Services Representative (RSR) and Service Installation Representative (SIR) on the existing 
employees in the New Service Contact Center ("NSCC Incumbents"). 

Based on these discussions, the parties agreed that incumbent Order Processing Representatives in the 
NSCC, in good standing, will be offered an opportunity to participate in the first competency-based 
selection process for hiring into the new RSR position . Through that process, the Company agrees to 
accept up to (2) two NSCC Incumbents. Order Processing Representatives who move to the RSR 
position under this letter, if any, will be red-circled for a period of (6) six months in their new position. At 
the end of 6 months, their wage rates will be reduced to the maximum wage rate of the RSR position. 

Very truly yours, 
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April 13, 2012 

Mr. James W. Anderson 
President 
Utility Workers Union of America 
Local600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Customer Relations Bid Area 

Dear Mr. Anderson: 
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During the 2012 negotiations, the parties discussed Job Enrichment within the Customer Relations bid 
area. 

Based on these discussions, the parties agreed that future job openings within the Customer Relations 
Representative A, Customer Relations Clerk A, Customer Relations Senior Representative and Customer 
Relations Senior Clerk job classifications will be filled based on promotion. Requests for lateral and 
cross-bid assignments wlll be considered if no one elects to seek promotion. 

All employees classified as Customer Relations Representative "B", "C", "D" and Customer Relations 
Clerk "B", "C" and "D" are eligible to receive $8.00 ($0.20 every 6 months) merit increases instead of the 
current $4.00 ($0 .10 every 6 months) merit increases. Upon attaining the sixth merit increase in one of 
the aforementioned job classifications, the employee's wage rate will be raised to the maximum wage rate 
for that job classification. 
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April 13, 2012 

Mr. James Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Meter Reading Transition Assistance Program 

Dear Mr. Anderson: 
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During 2012 contract negotiations, the parties discussed the future of the Ohio/Kentucky 
Meter Reading Department ("Department") in light of the Company's Smart Grid 
implementation. 

Duke Energy promotes continuing development of employees by covering the costs of 
various courses, programs, and exams under the Corporate Continuing Education 
Policy (HR 10012P). The Department desires to provide employees in the Department 
with a Transition Assistance Program in addition to the Corporate Continuing Education 
Policy. This will provide Department employees with the opportunity to continue their 
development in anticipation of the elimination of their function by Smart Grid technology. 

The Transition Assistance Program ("Program") is a departmental benefit available to 
only active, regular, full-time and part-time employees in the Department, as determined 
by the Company, in its sole discretion. 

In 2012, 2013 and 2014, eligible employees who comply with the requirements set forth 
in this letter will be eligible to be reimbursed for up to $1,500/per calendar year in 
expenses incurred during the year in connection with pre-approved courses that are not 
otherwise covered under the Corporate Continuing Education Policy, for a total benefit 
of up to $3,000 over the three-year period ending on December 31 , 2014. The following 

requirements apply: 

• Courses must be pre-approved in writing by Department management prior to 
beginning course work. There must be a specific start and end date for each 
class that does not exceed six months. Job elimination that occurs while the 
employee is taking a pre-approved course will not prevent reimbursement. 

• Courses must be completed no later than December 31 , 2014. 

• Courses will be reimbursed upon successful completion, defined as employees 
receiving a grade of A, B, C, or Pass if taken on a Pass/Fail basis. 
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• Expenses eligible for reimbursement include only tuition and related registration 
and lab fees. 

• Within sixty (60) days after course completion, the employee must complete the 
Company form for reimbursement and attach original hard copy supporting 
documentation (grade report and itemized tuition/fee bill on institution letterhead) 
and mail or otherwise deliver the documentation to the departmental Human 
Resources Business Partner. 

• Reimbursement limits apply to the year in which the expenses are actually 
incurred, and the employee is not permitted to carryover unused amounts from 
year-to-year. Employees are encouraged to consult their tax advisor for 
information on potential tax issues. 

An employee does not have to be working toward a degree to be eligible for this 
Program. Employees are expected to attend classes during off duty hours and to be 
cost effective consumers of educational services by considering course and location 
options that meet their needs and are cost competitive. 

Program reimbursements that are considered taxable benefits will be subject to 
applicable tax withholding and will be paid in accordance with the terms, and subject to 
the conditions, of the Duke Energy Corporation Section 409A Payment Policy. Amounts 
reimbursed pursuant to this Program will not be taken into account when determining 
any employee's benefits under any other benefit plan or program maintained by Duke 
Energy Corporation and/or its affiliates (e.g., pension and/or 401 (k) plans). 

It is believed that this letter accurately describes the parties' agreement. 

Very truly yours, 

\l.~ 
J~\~. Alvaro 
Vice President, Labor Relations 
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UWUA-VOLUNTARYSEVERANCEPROGRAM 
April13,2012 

A voluntary severance program will be offered to designated employees represented by 
the UWUA who are designated as eligible by management in selected areas of the 
Company. Eligible employees who volunteer and are approved for participation by the 
Company will receive a one-time lump-sum severance payment and other benefits if 
they meet basic plan requirements. 

Severance Payment Formula 

• The lump-sum payment for eligible full-time employees will be equivalent to two 
(2) weeks of annual base pay per each full year of service. 

• The lump sum payment for eligible part-time Meter Reading employees will be 
equivalent to one (1 ) week of annual base pay per each full year of service. 

• The maximum severance payment will not exceed two times an employee's 
annual compensation calculated as two times the compensation listed in Box 5 of 
the employee's most current W-2. 

Additional Benefits 

• Six months of Company-paid medical/dental/vision coverage under COBRA 
following separation for all participating employees who have such coverage in 
effect as active employees upon separation. 

• Access to outplacement services under the Company's program. 

Design Features 

• Volunteers for the severance will be accepted in the order of system service (i.e., 
the volunteer with the most system seniority would be accepted first; 2"d most 
seniority accepted second, and so forth). The number of volunteers will not 
exceed 115 clerical employees (excluding Meter Reading employees), unless 
otherwise agreed by the Union and the Company. There will be no cap on the 
number of volunteers in the manual job classifications. 

• Approved volunteers are required to remain employed in good standing until their 
release date, which will be established by management in its sole discretion as 
early as the last day of the second month following the close of the Voluntary 
Window, and in any event, no later than December 31, 2013, with the exception 
of the Meter Reading Department. The Meter Reading Department may 
establish release dates in its sole discretion no later than December 31 , 2014. 

• Approved volunteers must sign and not revoke a Waiver and Release of All 
Claims in order to receive any benefits under this Program. 

• Employees who separate under this Program will not be eligible for rehire or for 
staff-augmentation contingent worker (contractor) assignments for 12 months 
after their release date. 

The Company shall designate who will be eligible for the voluntary severance program, 
in its sole discretion. Subject to final approval, the Company intends at this time to offer 
the voluntary severance program to full-time employees in manual job classifications in 
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Facilities Management, full-time employees in all clerical job classifications (excluding 
base Call Center representatives), and part-time employees in the Meter Reading 
Department. 

This document contains selected highlights of proposed Duke Energy's employee benefits plans, and is 
subject to approval by the Chief Human Resourc.es Officer. If any statement herein, or any other 
communication, conflicts with applicable plan documents, the plan documents shall govern. Duke Energy 
retains the right to amend, modify or terminate its benefits plans in any respect and at any time, and neither 
its benefits plans, nor your plan participation. shall be considered a contract for future employment. 
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April 13, 2012 

Mr. James Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Overtime Provisions 

Dear Mr. Anderson: 
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During 2012 contract negotiations, the parties discussed providing employees' flexibility 
in certain situations to work overtime assignments at a time mutually agreeable to the 
individual employee and his or her management, when consistent with business needs. 

Per our discussion regarding overtime scheduling, the parties have agreed to the 
following in order to provide flexibility to employees. If an employee volunteers or is 
required to work overtime and the employee requests to work the overtime on their 
second scheduled off-day in lieu of working the overtime on a different scheduled off­
day, management may approve the employee's request if it meets business needs as 
determined by the Company. When such employee requests are granted by the 
Company, the overtime worked will be paid at the rate of time and one-half, instead of 
double time. 

Similarly, if an employee requests to work overtime at a date and/or time of his or her 
choice and the supervisor approves the request as consistent with business needs as 
determined by the Company, the Company will pay the overtime at the time and one­
half rate. 

This in no manner restricts the right of the Company to schedule overtime based on 
business and operational needs. Such assignments may be mandatory and employees 
are expected to work such mandatory assignments, and the applicable overtime and 
meal provisions would apply as stated in the Agreement. 

It is believed that this letter accurately describes the parties' agreement. 

Very truly yours, 

~.~ 
Ja~~~lvaro 
Vice President, Labor Relations 
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April 13, 2012 

Mr. James Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Outsourcing Affecting Job Elimination 

Dear Mr. Anderson: 
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During the 2012 negotiations, the parties discussed the issue of outsourcing and its 
impact on bargaining unit members. The parties agreed that the 2005 Labor 
Management Executive Committee (LMEC) process was outdated , and should be 
replaced as set forth herein. 

The parties will continue to engage in a collaborative process where Labor Relations 
professionals, management, and union representatives exchange data, perspectives, 
and ideas so that outsourcing decisions affecting job elimination can be made in an 
open and candid environment. 

As a fir-st step, once the Company has determined that outsourcing is feasible based on 
proposals received from a potential vendor(s) and that outsourcing will likely result in job 
elimination, the Company will notify the Utility Workers Union of America, IUU Local 600 
("Union"). Upon receiving this notice, the Union can request information from the 
Company and/or propose how it would be more advantageous for unionized employees 
to retain the work at issue. 

If requested by the Union, a meeting will be held to discuss the most competitive bid. 
During the meeting, the Company will provide the Union the key criteria used to 
evaluate the bid. The meeting should include the following representatives: 

• Management representative of the outsourcing department; 
• Union leadership; 
• A representative from Labor Relations 

The Company is fully aware of any legal responsibilities it may have, including the legal 
duty to share information and bargain in good faith, and will comply with those 
responsibilities. The Union understands that information shared between the parties 
while utilizing the process described in this letter is subject to legal protections, and the 
information shall remain confidential to this process and to the Company. 
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The parties recognize that each outsourcing proposal should be evaluated on a case­
by-case basis, with consideration of factors including but not limited to the overall 
operating costs, relative labor costs (including the applicable loading rates such as 
benefits, pension, payroll taxes, etc.), any applicable regulatory requirements, 
equipment, technological developments, job process improvements, special expertise, 
efficiency, safety, availability of skilled labor and supervision, scalability, and any other 
factors that may impact the merits of outsourcing. 

The parties further recognize and agree that neither party shall cause unreasonable 
delay during the process. It is the intent of the parties that this process will occur during 
approximately two months following the notice provided to the Union referred to in 
Paragraph 3 hereinabove and/or the parties' first meeting on the issue, if later than the 
notice. No provision of this letter shall be construed to eliminate or otherwise modify 
any applicable provision of the parties' collect ive bargaining agreement relating to 
outsourcing. 

It is agreed that this letter accurately reflects the parties' agreement. 

Very truly yours, 

~.~ 
J\\,~ . Alvaro 
Vice President, Labor Relations 
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November 16, 2009 

Mr. Jim Anderson 
President, UWUA Local 600 
81 O Brighton Street 
Newport, Kentucky 41071 

RE: LIT Support Agent Job Progression 

Dear Mr. Anderson: 
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Duke Energy CorpoTiltion 
139 East Fourth St. 
Cincinnati, OH 45202 

Michael A. Ciccarella 
Labor RelaUons Consullanl 
513.287.5022 (Tel) 
513.287.1760 (Fax) 

The Company is establishing a new job progression in order to provide information technology support to 
various business units. The classifications are as follows; 

• LIT Support Agent I 

• UT Support Agent II 

LIT Support Agent Ill 

Initially three positions will be filled with one employee classified as a Support Agent I and two classified 
as Support Agent II. Based on the skill set required to perform this work, the Company will select the 
individuals for these positions. In regard to educational requirements, employees initially placed in these 
positions will be grandfathered and will be considered as meeting the requirements for promotional 
opportunities within this progression. Going forward, the LIT Support Agent Ill will be the entry level 
position for this progression and posted as stated In the Collective Bargaining Agreement. 

Wage Rates 

The wage rates for this classification will be as follows; 

Job Classification Minimum Hourlv Rate Maximum Hourly Wage Merit Increase 
LIT Suooort Agent I $30.71 $33.71 $0.25 
LIT Suooort Aoent II $25.97 $28.97 $0.25 
LIT Sunnort Aaent Ill $21.88 $24.50 $0.25 

Individuals placed inltlally In these positions will be placed at their current wage level not to exceed the 
maximum wage rate established for the classification. Employees making less than the minimum will be 
placed at the minimum wage rate for that classification . 

Merit Increases 

Merit Increases will be given every six months Is accordance with the "Patrick P. Gibson» letter dated 
December 29, 2000. These increases will be $0.25 per hour. 

wv1Y1.duke-enersy.com 
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Mr. Jim Andefson 
PteSident 
Utility Wor1<ers Union of America 
Local600 
810 Br1ghton Street 
Newport, Kentucky 41071 

RE: On Cati Rotation - Local IT Supoort 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORA710N 
139 E. FOUllh Sir.../ 
P.O. Sa.960 
Cirlclftneli. OH ~01--0960 

MICllllel A. CioCare:la 
513287.5022 (Tel) 
513~.1760 (Fax) 

Per our recent d~n. the Company ·Is establishing an on call rolStion for employees in the Local 
Information Technology job progrNSlon. As we discussed, the employee In the UT I ci11SSification is 
excluded from this rotation due to business needs at this time. However. it is acknowledged and agreed 
that 1he Company has the sole discretion to indude employee(s) in Iha UT I classification in the rotation if 
buSiness requirements change in the future. 

While on can. ~OY88S wi1 be compensated at the rate of $16.50 per day. In addition. the minimum call 
out wi11 be two hours. If a second calf out is required within two hours of the first call out. it will be 
considered a com!nuation of thet ~call out As pn:viously ag~ ID, employees will be permitted to 
respond from locations other than a Duke Ene!VY facility. If an emp!Oyee does not travel in order to 
19SPOnd, then no travel lime will be paid. 

Employees faffing to respond ID a call out in a timely manner may be subject to disciplinary action. up to 
~ including discharge. 

Sincently, 

Michael A. Ciccarella 
Labor Relations Consultant 
Duke Energy 

For the Union: 

~~~~~~-
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Out of Town Work Assignments 
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It is anticipated that all employees in this progression will be given out of town assignments to support 
Duke Energy facilities. Based on skill level, the majority of these assignments will fall within the LIT 
Support Agent I classification. When such assignments are made Sidebar Letter A-15 will prevail. 

Emergency Overtime Cal/outs 

There may be occasions when employees are called out to respond to information technology Issues that 
require an immediate response to ensure continuity of operations. In such cases, employees will be 
permitted to respond from locations other than a Duke Energy facility. In such case, the minimum call out 
of four hours will apply. If a second call out is required within four hours of the first call out it will be 
considered a continuation of that call out. If an employee does not travel in order to respond then no 
travel time will be paid. 

Employees are expected to respond to and work a reasonable number of emergency overtime 
assignments. Employees who are consistently unavailable for such assignments are subject to 
disciplinary action, up to and including discharge. 

Progression 

Employees will perform satisfactory will automatically promote from the S1,.1pport Agent Ill classification to 
the Support Agent II classification once all qualifications are met. Employees on a disciplinary track or 
those that have been denied a merit increase will not be eligible to promote until they have received two 
consecutive merit increases or have been discipline free for one year. Promotions to the Support Agent I 
classification will be based on business need only. 

This letter describes the establishment of the above mentioned classifications, wage rates, and initial 
staffing. Except where specifically abridged by this letter, all provisions of the 2008 - 2012 Collective 
Bargaining Agreement apply. In addition, the rights retained by the Company under Article I, Section 2 (c) 
of the Agreement remain unchanged. This letter in no manner represents a ~ommitment on behalf of the 
Company in regard to staffing levels. The Company reserves the right to change or modify these job 
descriptions in accordance with the Agreement. I believe that this letter adequately describes our 
discussion regarding this matter. If the Union is in agreement with this proposal please return a signed 
copy of this Jetter to me at your earliest convenience. 

Sincerely, /" d/ 
'"/7l~~~ 
Michael A. Ciccarella 
Labor Relations Consultant 
Duke Energy 



January 16, 2012 

Mr. Jim Anderson 
President 
Utility Workers Union of America 
Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: G./.S. Job Progression 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORATION 
139 E. Fourth Street 
P.O. Box960 
Cincirineti, 0 .1-f 45201-()960 

Michael A. Ciccarella 
513 .287.5022 (Tel) 
513.287.1760 (Fax) 

Per discussion between the Union and the Company, a new job progression is being established within the 
Electric Operations ~idding area. The c lassifications and wage levels are as fol lows: 

Job Title ·- _W!_9.e Level 
GIS Team Lead TS 
GIS Technician I 17 
GIS Technician II TS 
GtS Apprentice T4 

As discussed, at the lower two levels (GIS Apprentice and GIS Technician II) lateral movement within the 
bidding area can occur if employees are qualified. In addition. existing employees in the T&D Support 
Technician job classification will promote to Senior T&D Support Technician prior to any promotions to 
GIS Team Lead. I have attaehed the revised promotional chart for Electric Operations and the job 
descriptions. The Company reserves the right to change or modify these job descriptions in accordance 
with the Collective Bargaining Agreement. I believe that this letter adequctely describes the discussions 
held regarding this matter. If the Union is in agreement with this proPoSal please return a signed copy of 
this letter to me at your earliest convenience. 

~d.,;~ 
Michael A Ciccarells 
Labor Relations Consultant 
Duke Energy 
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Historical Documents Preserved 

And Made A Part Of This Agreement 

For Interpretation And Application 

The index and marginal references in the Labor Agreement to documents in 

Appendix A are intended only for convenience in administering the Labor 

Agreement. The index and marginal references and Appendix A are not 

intended to list every document that could be applicable to any factual situation 

arising under a given Article or Section of the Labor Agreement. It is also not 

intended that each document referenced in an Article or Section will be 

applicable to any or all factual situations covered by the referenced Article or 

Section. No inferences, presumptions, or conclusions shall be drawn by the 

Company, the Union, or any arbitrator from the indexing of, a marginal reference 

to, or failure to reference any document listed in Appendix A. 
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HISTORICAL DOCUMENTS PRESERVED AND MADE PART 
OF THIS AGREEMENT FOR INTERPRETATION AND 

APPLICATION INDEX BY DOCUMENT NUMBER 

CLAUSE ISSUE DATE 
Article VIII, Section 8 Witness Pay for Criminal Cases 06/11 /73 
Misc. Customer Service Route Bidd ing 06/11 /73 
Article VII, Section 1 Continuity of Work and Overtime 07105179 
Article VIII, Section 13 One-time Use of Sick Pay for Chemical Addiction 07105179 

Rehab. 
Article VIII, Section 17 Inclement Weather 07/05/79 
Article VII, Section 1 Inspecting Mechanic Job Class - No Shift 05/1 7/82 

Rotation 
Article VI II, Section 13 Employee Notification of Absence Expectations 05/24/85 

(05/18/76) 
Article XII, Section 1 No Holiday Pay Eligibility for Unavailability 05/24/85 
Misc. Meter Reads and Non-pay Work on Customer 05/24/85 

Premises 
Article VII I, Section 5 Company Monitor Contractor Safety 05/23/91 
Article VIII, Section14(b) Company May Replace Health Care Plans 05/23/91 
Article IX, Section 1 Personal Attorneys During Grievances and 05/23/91 

Arbitrations 
Article XII , Section 1 Double Time Rate and Consecutive Holidays 05/23/91 
Article XIII, Section 1 Holiday Occurs Durinq Scheduled Vacation Period 05/23/91 
Article VII , Section 1 (j) Schedulino Make-uo Overtime 05/23/91 
Misc. Non-Pay Disconnect Work Group 05/23/91 
Article IX, Section 1 Timeliness of Grievance Procedure 05/13/94 
Misc. Family and Medical Leave Act 05/13/94 
Misc. Construction Assistants - Duties and Pay Rate 05/1 3/94 

(05/23/91) 
Misc. Inspecting Mechanics To Not Cross Union Local 05/13/94 

Areas 
Article VI, Section 3 Notification to the Union of Posted Job Openings 05/13/94 
Article V, Section 1 Trainino Union on Job Evaluation Procedure 05/13/94 
Misc. Mechanic Ill Pay Rate and Work CG&E Wide 10/07/96 
Article VIII, Section 5 Inspecting Mechanic Agreement - AMRP 06/03/2011 

(10/07/96) 
(05/13/94) 
{05/23/91) 

Misc. Combination Workers (Service Delivery) 10/07/96 
Article VIII, Section 23 Participative Management Team Guidelines 10/07/96 

(05/13/94) 
Article II, Section 1 Union Security - Company Neutrality 10/07/96 
Article VI, Section 3(c) Downbidding to Entry-Level Jobs 06/03/2011 

(01/18/02) 
(10/07/96) 
(05/13/94) 
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A-DOC# CLAUSE 

A-52 Article VII, Section 1 

A-54 Article VIII, Section 2 

A-55 Misc. 

A-57 Misc. 

A-58 Misc. 

A-60 Article VII , Section 1(m) 
A-61 Article VI, Section 3(b) 

A-62 Article V, Section 2 
A-63 Article VII, Section 1 U) 

A-64 Article VII, Section 1 (j) 
A-65 Article VIII , Section 17 
A-66 Article VIII, Section 14(a) 

A-67 Misc. 

A-68 Misc. 

A-69 Misc. 

A-70 Misc. 

A-71 Article VIII , Section 14(d) 
A-71 Article VIII , Section 14(d) 
Amendment 
A-72 Misc. 
A-73 Misc. 
A-75 Misc. 

A-76 Article VIII, Section 14(d} 

A-77 Misc. 
A-78 Article V II I, Section 14(b) 
A-79 Article VI , Section 3(c) 
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ISSUE DATE 
(05/23/91) 

Work Hours 01 /18/02 
(10/07/96) 
(05/13/94) 

Voluntary Transfers Between Headquarters 01 /18/02 
(10/07/96) 
(05/13/94) 

Pay for Non-Industrial Medical Appointments 01 /18/02 
(10/07/96) 
(05/13/94) 

Paid Lunch Periods 01 /18/02 
(10/07/96) 
(05/24/85) 

Martin Luther King, Jr. Day 01/18/02 
(10/07/96) 
(05/13/94) 

Call Out Pay 01 /18/02 
Promotional Retrain ing 01/ 18/02 

(10/07/96) 
(05/13/94) 

Supervisory Upgrades 08/1/07 
Overtime Guidelines - Field and Systems 06/03/201 1 
Operations, Contractor Construction, Corrosion, (6/14/07) 
Gas production and the Measurement Center 
Service Delivery Overtime Guidelines 06/15/07 
Inclement Weather - Service Delivery 08/01 /07 
Heath Care Benefits 06/03/2011 

(08/01 /07) 
Union Employee Annual Incentive Program 06/03/2011 
(UEIP) (08/01/07) 
$9,000.00 Paid-Up Post-Retirement Life 08/01 /07 
Insurance Coverage 
Sabbatical Vacation Bank and Vacation Credit 08/01 /07 
Programs 
Sa le of Assets 06/03/2011 

(08/01/07) 
Retirement Plan and HRA Conversion Agreement 08/01/07 
Post Retirement Healthcare 06/03/2011 

Discontinue Automatic Proqression 08/01 /07 
Benefit Claims Disputes 04/04/05 
Clothing Allowance 06/03/2011 

(04/04/05) 
Post Retirement Medical Benefits 06/03/2011 

(04/04/05) 
Special Union Wide Lump Sum Opportunity 06/03/2011 
Health Care Security 06/03/2011 
Disconnect Non-Pay Worker and Bidding and 06/03/2011 
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A-80 Article VI, Section 3(c) 

A-81 Article VII, Section 1(b) 

A-82 Article VIII, Section 2(f) 
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ISSUE DATE 
Progression Rights 
Disconnect Non-pay, Succession and Special 05/14/03 
Meter Reads Agreement 
Gas Operations Promotional Sequences and New 06/03/201 1 
Position 
Field Operations - Schedule Replacement 06/03/2011 
Guidelines 
Home Site Reportinq Guidelines 06/03/2011 
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A-41 
A-28 

A-62 
A-27 
A-61 

A-79 

A-80 

A-4 
A-8 
A-52 

A-81 

A-18 
A-63 

A-64 
A-60 
A-54 

A-82 
A-13 
A-36 

A-1 
A-5 

A-9 

A-66 
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HISTORICAL DOCUMENTS PRESERVED AND MADE PART 
OF THIS AGREEMENT FOR INTERPRETATION AND 

APPLICATION INDEX BY CONTRACT CLAUSE 

CLAUSE ISSUE DATE 
Article II , Section 1 Union Security - Company Neutrality 10/07/96 
Article V, Section 1 Training Union on Job Evaluation Procedure 05/13/94 

Article V, Section 2 Supervisorv Upqrades 08/01 /07 
Article VI , Section 3 Notification to the Union of Posted Job Openings 05/13/94 
Article VI, Section 3(b) Promotional Retraining 01 /18/02 

(10/07/96) 
(05/13/94) 

Article VI, Section 3(c) Disconnect Non-Pay Worker and Bidding and 06/03/2011 
Progression Rights 
Disconnect Non-pay, Succession and Special 05/14/03 
Meter Reads Agreement 

Article VI, Section 3(c) Gas Operations Promotional Sequences and New 06/03/201 1 
Position 

Article VII , Section 1 Continuity of Work and Overtime 07/05/79 
Article VII, Section 1 lnspectinq Mechanic Job Class - No Shift Rotation 05/17/82 
Article VI I, Section 1 Work Hours 01 /18/02 

(10/07/96) 
(05/13/94) 

Article VII, Section 1(b) Field Operations - Schedule Replacement 06/03/2011 
Guidelines 

Article VII , Section 1{i) Schedulinq Make-up Overtime 05/23/91 
Article VII , Section 1(j) Overtime Guidelines - Construction Maintenance, 06/03/2011 

Corrosion System Operations, Gas Production and (06/14/07) 
Measurement Center 

Article VII, Section 1 (j) Service Delivery Overtime Guidelines 06/15/07 
Article V il , Section 1(m) Call Out Pay 01/18/02 
Article VIII , Section 2 Voluntary Transfers Between Headquarters 01/18/02 

(10/07/96) 
(05/13/94) 

Article VIII , Section 2(f) Home Site Reportinq Gu idelines 06/03/2011 
Article VIII, Section 5 Company Monitor Contractor Safety 05/23/91 
Article VIII, Section 5 Inspecting Mechanics 06/03/2011 

(10/07/96) 
(05/13/94) 
(05/23/91 ) 

Article VIII , Section 8 Witness Pav for Criminal Cases 06/11/73 
Article VIII, Section 13 One-time Use of Sick Pay for Chemical Addiction 07/05/79 

Rehab. 
Article VIII, Section 13 Employee Notification of Absence Expectations 05/24/85 

- (05/18/76) 
Article VII I, Section Heath Care Benefits 06/03/201 1 
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A-DOC# CLAUSE 
14(a) 

A-14 Article VIII, Section 
14(b) 

A-78 Article VIII, Section 
14(b) 

A-71 Article VII I, Section 
14(d) 

A-71 Article VIII, Section 
Amendment 14(d) 
A-76 Article VIII, Section 

14(d) 

A-68 Article VIII, Section 15 

A-7 Article VIII, Section 17 
A-65 Article VIII, Section 17 
A-40 Article VI II, Section 23 

A-15 Article IX, Section 1 

A-21 Article IX, Section 1 
A-10 Article XII, Section 1 
A-16 Article XII, Section 1 
A-17 Article XIII, Section 1 
A-2 Misc. 
A-11 Misc. 

A-19 Misc. 
A-22 Misc. 
A-23 Misc. 

A-25 Misc. 

A-35 Misc. 
A-38 Misc. 
A-51 Misc. 

A-55 Misc. 

A-57 Misc. 

A-58 Misc. 
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ISSUE DATE 
(08/01/07) 

Company May Replace Health Care Plans 05/23/91 

Health Care Security 06/03/2011 

Retirement Plan and HRA Conversion Agreement 08/01/07 

Post Retirement Healthcare 06/03/2011 

Post-Retirement Medical Benefits 06/03/2011 
(04/04/05) 

$9,000.00 Paid-Up Post-Retirement Life Insurance 08/01/07 
Coveraqe 
Inclement Weather 07105179 
Inclement Weather - Service Delivery 08/01 /07 
Participative Management Team Guidelines 10/07/96 

(05/13/94) 
Personal Attorneys During Grievances and 05/23/91 
Arbitrations 
Timeliness of Grievance Procedure 05/13/94 
No Holiday Pav Eliqibilitv for Unavailability 05/24/85 
Double Time Rate and Consecutive Holidays 05/23/91 
Holiday Occurs During Scheduled Vacation Period 05/23/91 
Customer Service Route Bidding 06/11/73 
Meter Reads and Non-pay Work on Customer 05/24/85 
Premises 
Non-Pay Disconnect Work Group 05/23/91 
Family and Medical Leave Act 05/13/94 
Construction Assistants - Duties and Pay Rate 05/13/94 

(05/23/91) 
Inspecting Mechanics To Not Cross Union Local 05/13/94 
Areas 
Mechanic Ill Pav Rate and Work CG&E Wide 10/07/96 
Combination Workers (Service Delivery) 10/07/96 
Downbidding to Entry-Level Jobs 06/03/2011 

(01 /18/02) 
(10/07/96) 
(05/13/94) 
(05/23/91) 

Pay for Non-Industrial Medical Appointments 01 /18/02 
(10/07/96) 
(05/13/94) 

Paid Lunch Periods 01 /18/02 
(10/07/96) 
(05/24/85) 

Martin Luther King, Jr. Day 01/18/02 
{10/07/96) 
(05/13/94) 
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A-67 Misc. 

A-69 Misc. 

A-70 Misc. 

A-72 Misc. 
A-73 Misc. 
A-75 Misc. 

A-77 Misc. 
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ISSUE DATE 
Union Employee Annual Incentive Program (UEIP) 06/03/2011 

(08/01/07) 
Sabbatical Vacation Bank and Vacation Credit 08/01/07 
Proqrams 
Sale of Assets 06/03/2011 

(08/01/07) 
Discontinue Automatic Progression 08/01 /07 
Benefit Claims Disputes 04/04/05 
Clothing Allowance 06/03/2011 

(04/04/05) 
Special Union Wide Lump Sum Opportunity 06/03/201 1 
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Duriru1 tM U'13 naga~1aUona tho c~ttf!•• of the c:c.paa, 
and the ua1oft diaouaeu4 thll cor.11Huay•1 po11c:y cone.mln9 allo~ an 
e11ptoyee,wo u •11bpoeftaad, to be off .,rk to t.nt.lfy la a aourl 
proeeodinq whloti doe~ .not directly in"Ul.,._ the CoqJany. 

J:Aployeoa who ar. continually in co"tftat "l~h t.he puhllo t1ay 
occadMally ttituH act• wich could lead to crbs1na1 arre•t• or 
ob•e"• porDOnftl injury or r•roperty cl"hil&~a• "hicb could s-lnllt in 
U.t1crat1on.. In nin•t inllt:snc:o•, \.ho actlan• ol>11un-4 by .,.~yee1 
vtJU• w1t.hlA the ecopo of t!Mir •~loymant e•n he ~•eord9d ~hrott9h 
vri,ten etatA1110nt.1; afUd&-.1~•• or in lbd.tad •i~uationa, dltpoatU~•· 
such 9atberinq of fAotual 1nfoZ1:'<Ation 'f'Ou14 not or«iDarlly in¥01•• 
abMnee froa wnrk. 

Ill a "l'l' •11 proportion of CH••, aft'rloyeo• e0.14 be eub• 
.,oenaed to t:o8tlfy in Gourt prooeedln«t•• In erlnlnal llt.l9at1on' the 
~""°rna19ntal .body h>r 'ftloni an •1111•1.oyea la eub}:I09naod ~1 b4t ·Uhabl• tct 
Mk• t.ba eA111oyae entlrtely vhol• for hi• lo•t. ••min9• c1urln9 t.be t.1r.e 
of Id• UKi.J:onJ. nowo'11r, in alvU llt14)at.1on, it 1• not UftCD&lllOft 
for- t.be !'•rt.r vho oau•o• the vitn••• to bo au1-oanaod to r..tabuH the "1tn••• for J:"U.U1t1n9 lc1t earnln9• and •xponne•. 

c.ployo•• are not encouraqed to 90 out. of their var to aa>te 
thellOelW• a•ailable II wltneuoa t.o any .lJlCldont. wh.io?t oouJ.d. Ultl• 
ut.ly a. lltlqatod. on the ct.her hftnd, tho co"pany· 4oe• not want 
to renfl.11•• 811 •=ttlcty .. who NY 1- called upon to t.•tlfy ln t ·he ••ry u.nfrequcant aituat.ion• vhon ho 11 not roitr.h\lroed for bi• •kJ,•n••• 
and lo•• of ro9ular pay by th., party "ho 11ubpot11Utod hin. Tt.. C~any 
will enluat• such ca1ca nn ",, ind1v1duaa1 bad• to d•tornlna "botMr 
S\IOh c1Tiet r.d.n~nd and te•pondhl• ftr.ot>loyeo1 1houltt rooe1w their re9u­
lar pay vhen they an (tft 1mrt. to t.satity. · 

Vory tNly youra, 

.l\rthur n. l~hrn•chvender 

A-1 
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. Mrt Wllllaa r. BUlin~•l•J 
aepn•ltb~i,,. . 
OftiMc! 8~Hlworbr• ~f J\t11ertca 
JJJJ Vl"• SU.a~, 9'oot!I l .11 
CiAolJma~, Ohio .. !i220 

~ear xz. B111ln~•1•Y• 
Durl"9 tho··· 1~1J ntt,,otiat:~one thlt OONllt.t.••• of· t.bo ~l' 

a1ul ~hit ""I.oil .cU.aeue••d "he poaalblUty of allovi1'9 .. rv1crtH•a 1• 
tile Cutollltr sorvlO. a.tat..lCJn of the nu o,,erat.iil~ Dovan•n~ 4IO •hoOcl• th•1r ~ute• Oft • •eniorl~y b••1•. · 

Dpcla tlMI aooapt.aftO. of the lt7)•1f eon~raat t.he d...a~ftt · 
11oU\ACJ.,.at. •n4 a vondtt•• ·of t.be ualon wiU A9G~ In an effor• 't:o 
draw ap ~cJ•U.1w.1 for tho iJ'q)la•ntatlon of •uah a -v•te111. Paovl41Dq 
a .utually ftc,rHabl• ... t of .vuideUM• la raac::ho'1, ~he Colil'PMf J.a 
tfl1Un9 to allow th• •••icpuM11t et rout•• · on t.tMt 1-•1• of . Mfti.oli.ty 

·t°'· a trial JMlll:'lod of· on• y••I'• If thl• trial l'"rlod PIVW• Mt.1.e• 
fao~cwY ~ '=h• Coi,p&fty 1 tho p~dv• Will be cdnUD•d cturta, t:a. 
tal'll of th9 191J•'74i Contract. 

oe1 Te !~unt1 
"• tve laten 

V•ry truly rour•, 

Arthur R. r.hrn.chwmider 

A-2 
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THB CINCINNATI GAS & ELECTRIC COMPANY -= -·---
C1NOINNATl, OHIO ~15201 

""THUR R . EHRN&CHWENDER 

Mr. Thomas Spurlock 
Staff Representative 
United steelworkers of . America 
3300 Central Parkway 
Clnclnnatl, Ohio 45 225 

Dear Mr. Spurlock: ·. 

July 5, 19'19 

During the 19'19 negotiations, representatives or the Company and the Union 
diScussed the allocation of overtime assignments. 

The Company intends that overtime shall continue to be assigned In accordance 
with the long and well~stabllshed procedures oC equalization within classifications 
at individual divisions or headquarters. While the low employee on the overtime list 

· -1 may not be called for a particular overtime occasion, the Company expects over- · 
time to be re1$.tlvely equalized over a period of time. Normally, It is not Important 
to the- Company which person In a designat~d classification performs an assignment 
as long as the Individual Is qualified. While a specific individual with certain skills 
may occasionally be necessary to perform a particular assignment, the occasions 
where that ls required are limited. It ls also understandable that employees ·who 
begin a part.icular overtime assignment may, for purposes of continuity, finish that 
work, evefl if the completion occurs at another time. 

In making overtime assignments, all employe~s must understand the Company's 
needs. However, personal commitments ot the employees Involved also warrant 
serious consideration. Supervisors should attempt to avoid overtime assignments to 
Individuals who have made previous personal commitments if others are readily 
available. It is understandable that Individuals and famllles develop appointments 
and social obUgations of importance. Although employees heve a responsibility to 
be available Cor overtime assignments, supervisors should give recognition, when 
reasible, to employees• personal commitments. If opereting needs require an 
individual to break his personal appointment, the least the responsible supervisors 
can do is to explain the reasons for this infringement to the individual. 

In those areas where overtime scheduling hes functioned most effectively, 
supervisors and employees have developed a mutual interest and pride in meeting 
the operational needs of the Company while giving maximum recognition to the 
personal interests of the employees. Supervisors attempt to notify employees of the 
need for overtime as far in advance as possible. Employees frequently suggest 
schedules or volunteer !or planned assignments. Employees often trade assignments 
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with supervisors' permission. This type of cooperative effort can provide the basis 
tor a healthy and productive atmosphere in any headquarters. With such a cooperative 
atmosphere, Incidents of disciplinary action because an employee ls excessively 
absent from overtime assignments will be minimized. 

It is thought that this letter will clarify the Company's policy concerning 
overtime ·assignments. 

Very truly yours;../? # 
~/~'L 
Arthur R. Ehrnschwender 

I. 
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THE CINCINNATI GAS &. ELECTRIC COMPANY 
OINCINNATl,OHIO '4G201 

'J'tC&-..cetOCH1' 

Mr. Thomas Spurlock 
Staff Representative 
Unlted Steelworkers of America 
3300 Central Parkway 
CinciMati, Ohio 45225 

Dear Mr. Spurlock: 

July s, 1979 

During the 1979 negotiations, representatives of the Company and. the 
Union dlsc~sed the compensa~ion policy for employees who undertake treat­
ment for alcoholism. 

While sick compensation has not previously been granted for the ~eat­
ment of alcoholic conditions, the Company will alter that arrangement when 
an employee obtains treatment at an appropriate· detoxification facWty under 
the direction of the Company Medical Director or In coordination with the 
Medlcal Director and the employee's personal phyalclan. A viulable sick pay 
may hereafter be used for the first continuous absence when an employee 
undertakes to correct an alcoholic problem through an approved program.· U 
the initJal rehabilitation effort at a treatment center Is not successfw, the 
employee will not be granted additional available sick pay. · 

. . 
The Company is willing to extend this extra effort to help affifcted 

employees and their families, to eliminate the burden imposed upon the fellow 
employees, end to minimize lost productivity and absenteeism. c&U$ed by 
alcoholism. An employee who is tutwWlng to aacept the respomlblllty for his 
own behavior or who refuses to participate In a necessary program will, as in 
the past, jeopardize his co11tlnued employment with the Company. 

Ttie Union ls encouraged to make the Company Medical Director awe.re 
of individuals thought to have alcoholism problems. With such assistance, 
fellow employees may be giyen a chance for which they may be forever 
grateful. 

Very truly yours, 

#- tll~ 
Arthur R. Ehrnschwender 
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THE CJNClNNATI GAS &: ELECTRIC COMPANY 

AlllTHUR R.EHRHSCt4WCNOER 
• •e1. .,.c.'°e"' 

AO•t .. r•'T.-.Tt¥~ •&•v•c~• 

Mr. Thomas Spurloc.k 
Steff Rep~esentative 
United steelworkers of America 
33GO Central ·Parkway 
Clnclruiatl, Ohio 45225 

Dear Mr. Spurlock: 

July 5, 1979 
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-dSfi#z 
CINCIHNATl, OHIO •Ul201 

Durl~ the 1919 negotiations, representatives or the Company and the Union 
attempted to clarify the in<'!lement weather policy applicable to employees in the 
Construction & ~alntenan<'!e Division of the Gas Operating Department. As has 
always been the case, 8'1Y or all employees will be expected to work without regard 
to weather conditions when lt is necessary to protect life, property, or continuity o! 
service. · 

. 1 

Employees will not be required to perform normal work when the headquarter's 
thermometer reads five degrees or less. However, after considering the current and 
anticipated weather condftiom, crews will leave their headquarters and proceed to 
their assigned Job sites. When the temperature is six' degrees and rlsJng a.nd the 
wind is calm or light, all crews · will begin working. U the temperature -Is ten 
degrees or Jess and the wind Is strong and gusty, the crews at the Job sites will not 
be required to perform normal work. Whenever the temperature reaches 11 degrees, 
employees will begin working regardless of wind conditions. The Company will 
make an effort to provide indoor duties, conduct training or provide outdoor work 
under protective conditions during Inclement weather. conditions for the remaining 
individuals. 

·During conditions or dry or light snow, employees will be required to continue 
to work unless s.torm conditions develop that are too severe to permit a Job 
assignment to be completed safely. During conditions of drizzle or light rain 
employees will be required to continue working unless the pre<'!ipitation is great 
enough to soak their clothes. During periods of 'moderate or heavy rain, crews will 
be dispatched or assigned duties as stated above for cold weather conditions. Every 
effort will be made by the Area Supervisor to assign work at locations suitable to 
existing weather conditions where an assignment may be safely performed. When e 
crew arrives at a job site, the crew leader will evaluate the weather conditions. 
Unless the weather conforms to the long established Company definition or Inclement 
(unmerciful, severe, harsh, tempestuous, rough, stormy, boisterous, or otherwise hard 
to bear) the. work will be performed as assigned. If weather conditions become 
inclement according to the above definitions at any time after work has been under 
way, the crew leader mey stop operations, seek shelter in Company equipment, and 
communicate this fact to the Construction & ~aintenance Dispatcher. The crew's 
supervisor will thereafter determine i.f the weather is inclement. In ell cases the 
supervisor's evalu11tion will prevail. The Gas Operating departmental management 
will continually counsel with supervisors in an effort to assure fairness and continuity 
or judgment regarding inclement we11ther. 
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With the exception of' the newly established temperature minimums, the 
management in the Gas Operating Department does not intend to amend the 
administration of the inclement weather provisions. These procedures were described 
in the recent arbitration decision and award reslllting from a hearirig on January 10, 
1978 and were explained to employees at group meetings at the various headquarters 
earlier this year. The past ·administration clearly refiects that no employees have 
been required to jeopardize their health or safety because of the requirement to 
perform normal work during adverse weather conditions. In fact, statistical informa­
tion renects .that the proportion of total non-productive time attributed to inclement 
weather increased in recent years. The continued good judgment of crew leaders 
and cooperation with supervis.ory personnel will avoid future misunderstandings about 
inclement we~ther. 

Very truly yoµrs, 

Arthur R. Ehrnschwender 
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THE CINCINNATI GAS &. ELECTRIC COMPANY 

AlllTHUfl Ft.EH"NSCHWENOIE:R 
· •1t10tofl "'cc ••u:a1oc1n 

Mr. Thomas Spurlock 
Staff Representative. 
·untted Steelworkers of America 
3300 Central Parkway 
Clneinnatl, Ohio . 45225 

Dear Mr. Spw-lock: 

May 1 '1, 1982 

During the 1982 negQtlations, the committees for the Company and the Union 
discussed the ~lblllty of Implementing a new bargaining unit job classiffc!ation. As 
a result of these discussions, the Company will agree to write a job description for a 
new job C!lasslflcation of Inspecting M~chanic during the rtrst year of the 1982-1985 
Contract. This job classification will be evaluated In the normal manner but the 
maximum ware rate resulting from such evaluation will not be subject to arbitration. 

Tl\la new job classification will ultimately be responsible for performing the 
impeotlnc duties currently being accompliahed by e~empt employees·. These ~empt 
employees will oontlnue to aocomplish the inspecting · duties they are no~ perfor.ming. 
When the Company determines that there is a need for additional or: l'eplacement 
persoMel to perform these inspecting duties, the new bargaining unit job.- clal!Sillcation 
wW be posted and filled through .th.e established bidding procedure. · 

Employees who wUI subsequently fW this Job classiticaUon will not be permitted 
to demote ln accordance with the agreement tn my letter dated May 1'1, 1982. 
Employees In this job classification wlU not take part In the Mechti.nlc Operator shift 
rotation. · 

It Js understood that this proposal will satisfy the Union's request to the mutual 
benefit or ~th parties. 

Very truly yours, 

~/,~ 
Arthur R. Ehr!'L9ahwender 

A-8 
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! THE - CINCINNATI GAS & ELECTR1C COMP.ANY 

Roe1tAT E . BYRNE• 

AOMINIST~ATIV£ SE•v tcC:S 

Mr. Thomae Spurlock 
Staff Representative , 
United Steelworkers of America 
821 Ezzard Charles Drive 
Cincinnati, Ohio 45203 

Dear Mr. Spurlock: 

CINCINNATI , 0"10 .. azot 

May 24 , 1985 

During the 1985 negotiation meetings between the Company and Local 
Unions · 12049 and 14214 the eommittees discussed Article VIII, Section 13(g) of 
the Contract concerning the requireme~t that employees' notify the Company 
that they will be tardy or absent from work. 

t As discussed, the Company expects employees who will be late or absent 
fran work to notify the Company before the beginning of a scheduled shift to 
indtc•~e their contemplated absence from work. This nott(icattori by an 
employee allows supervision an opportunity to make last minute sche~uling . 
adjustments with full knowledge about which employees will be absent and which 
employees have bet?n delayed in r eporting to work. 

The Company and the· Uniqn agreed that it ls the employees' responsibility 
to provide such advance notification about their work intentions. Furthermore, 
the Union assured the Company that it would encourage its members· to so 
notify the Company of their work intentions. Supervisors will counsel with 
those employees on an individual basis who continuously report absences after 
the start of a work schedule to determine the reasons that. such notification was 
not given eo.rlier. Employees who disregard their obligation to report their 
absences from work prior to the beginning of their work schedule will continue 
to subject themselves to disciplinary action. 

It is thought that this Jetter adequately describes the concern expressed 
by the Company during these negotiations and will clarify the understanding of 
the parties concerning Article VIII, Section 13(g) . 

cc : C. Goyette 
L . Byrd, Jr. 

Very truly yours , 

!Z-:1.lJ c: Jb~/ 
Robert E. Byrnes 
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THE CINCINNATI GAS & ELECTRIC COMPANY 

VICE ~"S:SIOl:HT 

Mr, Thomas Spurlock 
Staff' Representative 
United Steelworkers of America 
621 Bzzard Charles Drive 
Cincinnati, Ohio 45203 

Dear Mr. Spurlock: 

C:INCIHNATI, OHIO 415201 

May 24, 1985 

During the 1985 negotiations, the committees of the Company and Local 
Unions 12049 and 14214 discussed the holiday pay eligibility requirements 
contlli.ned in Article XII, Section l(c). 

As agreed, Mr. S. Smith's arbitration case shall have no force and effect 
on determining the eligibility requirements for holiday pay for situations similar 

· to .the circumstances in that case, such as e leave of absence or military 
serVice, where it is positively known that an employee is not available td the 
Company to perform work on a holiday. 

It is thought that this letter adequately states the accord reached between 
the parties as to holiday pay eligibility . 

cc: C. Goyette 
L. Byrd, Jr. 

Very truly yours, 

Robert E. Byrnes 
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THE CINCINNATI GAS Q ELECT.RIC COMPANY 

VICt ""EStOU<~ 

Mr. Thomas Spurlock 
Staff ·Representative 
United Steelworkers of America 
821 Buerd Charles Drive 
Cincinnati, Ohio 45203 

Dear Mr. Spurloclq 

May 24, 1985 

During the 1986 negotiation meetings, representatives of the Company end 
the Union discussed the premise work performed by personnel in the Customer 
Service Division. 

As a result of the discussioll:fJ concerning this matter , i't was agreed that 
personnel ln thi! Gas Operating Department's Customer Service Division will be 
assigned to obtain meter reading& on "electric only" accounts during those 
periods when Electric Meter personn.el are unable to obtain such reads because 
of other work requirements. In addition to the work they normally perform on 
"electric only" accounts, Electric Meter personnel will also be assigned to obtain 
meter readings from combination gas and electric accounts. when Customer 
Service Division personnel are· unable to obtain such reads because of other 
work requirements. Furth.ermore, it was agreed that personnel in Uie Credit • 
Collection Division of the Customer Billing and Collection Department will be 
pennllted to disconnect the services· o! customers for non-payment of their 
utility bill without the presence of employees of the ~ustomer Service Division 
after two field calls have been made by Customer Service Division personnel. 

By proceeding in this manner it is thought that th~ Company _will be able 
to satisfy the vohlmin0'16 customer requests for verified meter readings. 

cc : C . Goyette 
L. Byrd, Jr . 

Very truly yours, 

~t'. ~~u/ 
Robert E. Byrnes 
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CG&E The Er:lergy Service Company 
The Clnotnn1U a .. a Electrlc:'Company 
P.O. So~ 960 £.ncrnna11. OlllO •S20t-0960 

Mr. Thomas Spurlock 
Stat! Representative 

. Onbd steelworkers of Amerlca. 
7162 Readinq ROild . . 
Sub 610. 
dnc::lnnati, Ohio 45237 

Dear Mr. Spur.lOOk-: 

Joh11P. Roo1 
Managtf. Personnel Relations 

May 23, 1991 

During the 1991 negot:lat:i6n meetings, the mmndttees of the Company and 
the On:icn· cliscussed the work pract::ices of c:orrt::ract:ors and employees~ 

The Union vetoed a c::onoern that C:ontractcrs ~ net in .compliance with 
the safety ~dai:ds app]:ied tJ) employees, especially while worklnq side by 
side on the saae job. The company has a continuinq concern far the safety 
and weU. beinq ·af b employees and iS constantly morutarinq work areas, 
o::>ndil:ions and- ~ures. Dutinq these negotiation meet::inqs, the Company 
assured the Union that Jts superv:is:icn will st:rictly monitor the o:mst:ruction 
practices of · cont::rac:t.ors in .order to assure compliance wjth the appropriate 
safety rules and .work habits. 

Safety on the' job Jllust be a oontinuous ac::tiv.tt:y, net only for supervision 
of the Company but far every employee. It js only throuqh cooperaticn of 
our empk>yees that we are able to maintain our out:sbmdinq safety re:ard. 
The Compmy wfll; c:ont:lnue to strlve to c:onduc:t b operations in a safe and 
ettirient manner. 

These assurances by the company should alleviate the concerns af the 
uroon in this mat.fer. 

cc: J. Dearth 
R. Zimmer 

Very truly yours, 
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C G&E ·· The Energy Service Company 

TIM Clncfnnatl Git • ll•ctrle Comtilflr 
P 0 . 801 960 Clnernne11. Ot\lo 4520 I ·0960 

Mr. Thomas Spurlcck 
Sbiff Representative 
Omted Steelworkers of America 
7162 Readinq Road 
suite 610 
dncinnati, Ohio 45237 

Dear Mr. SpurlDck.: 

.IOM P. Aooa 
Man119tr. Pe11onnel Aellbons 

May 23, 1991 

·~ 

Durinq the 1991 negctiation· meet:1ngs, representatives of the Company and 
. the Onion discussed el.ilDinating the n~ far manaqement to ex>nfer wjth the 
Onion in the event that a health care provider is· replaced by other medical 
coveraqe. 

Ourlnq these ~ns, the company and the Unkm shared oonce{ 
over the astronomical. ~ in m$didal. ccst:s that oc:icurJ:ed in the past three 
years. As a result ot :these discusSions conc::erninq the eli:aWud::ion ot Attk:le 
vm, Sec:don 14 (b) .of the· Contract; -the Union ~ured the .. Company that it:. 
wouhi cooperate and , objectively e~ate any health care ean:iers that . ~e 
company . suqq~ as a substitute fat' exist:inq health care pri::lviders. 

tt is thought that this accord will be mutually beneficial. to bath parties. _, 

cc: J. Dearth 
R. Zimmer 

Very truly yours, 

UI~ 
C/''J'?nn P. Roos 
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CG&E .,J The Energy Service Company 

The Clnclnllall Ga ' Eltetrto COlftPHJ 
P. 0 . Box 960 CinctMltt. Ohio 4520 t ~60 

Mr. Thomas Spw:1cck 
staef Representative 
United steelworkers af Amet:k:a 
7162 Readinq Road 
sub 610 
Cinc:lnnati, Ohio 45237 

Dear Mr. Sp~: 

May 23, 1991 
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John P. Roo• 
Manager. Personnel Reta11ons 

Ourlnq the 1991 neqotiatiori meet::lnqs ' the mm111ttt: es af the Compa.ny and 
the Union discussed the represerttation Of -employees by personal at:::b:lrneys ar 
outside aqencies dur.inq the gtievailce and 1p::bitrat!on procedures. 

As .a result: af these disoussions, th~ parties agreed that the Union is the 
sole J:>arqaininq representatl.ve .far .its · :meml:>ers and t:hetefare no outside 
rapraantation will be permitted durinq such meetinqs. This in no way 
restricts the t1n:icn •s ability tx> have an at:tarney represent its own .int:erest:s 
durinq the grievance and arbitration prcCedures. 

:rt 3s believed. that by proceeding in ~ manner the a:>ncerns expres&ed 
durlnq these meetings have been aDeviatSd. . · 

J. Dearth 
R. Zilnmer 

Vm;y truly yours, 
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The Clfidnnatl Gu a ll•ctrlc Cempanf 
P .O. Sox 960 Oncinn•t•. OhlO •S20H)960 

Mr. Thomas Spurlock 
st:aef Representative 
United Steelworkers at. Amerl.c::a 
7162 Reaclinq Read 
Suite 610 . 
Cinclnnatl, Oh:lo 45237 · 

Dear Ml". Spurlock: 

May 23r 1991 

< 
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.Satin 11. Aoo1 
Manager. Personnel Reta11ons 

Durln9 the ·1991 neqct:iat:ion meetings, representatives of the Company and 
the Unk>n discussed · holiday pay far emplcyees who are required to work on 
both ot. two consec::ut:::l.ve ho11days. · · 

. ( 

A& a result Cll the&e disc::ussions, the pm:ties agreed that when employees 
work consecutive hours oondquous with the ~urs warkad on the prevkius day 
holiday, all hours over e:lqht (8) ~ ba paid -at the double ~e rates. This 
would only apply for hours worked on 1$8 . -day ·after Than.ksgivin9 and the 
company reooqnized holiday of Cbrlstmas Oay. 

1t is thauqht that this coo:e.spondence ...adequately describes the acxx:ird 
reached by the pardes oon~q this su.bjact.. , 

cc: J. Dearth 
R. z.immer 

Very tz;ul.y yours, .. 
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CG&E ... ) The Energy Service Company 

TM ClnclnNtl Ga• • El•ctrlc Comp.nr 
P.O. eoK 960 Cncinnali. OhtO 45201-0960 

Mr. Thomas Spurlock 
Staff Representative 
United staelwarlcers of Amer:::ica 
7162 Readinq Road 
Suite 610 
dnclnnat:l., Oh:iC 45237 . 

Dear Mr. Spur.lcck: 

May 23, 19.91 

'°"~P. Root 
Manager. Personnel Reta1tons 

During the 1991 neqat:iat:ions, the committeeS of the Company and the 
Union discussed employees takinq vacations whk:h include a company 
re:oqnized holiday. 

In c:rder tar the Company to emectively ~d, efficlentl.y db:ec:t the work 
far:ca, jl: 11\llit maintain its r.iqht to :malce the determinaticn as to whether an 
employee will. recai.ve either eight hours additional pay or ·one ·additicnal 
v.cat:ian · day when an empklyee sdhedules a va~n which incllldes a holiday. 
However, durinq these · ml!lf!dnqs the c'ompany agi:'eed that empJOyees can 11ake 
their preference known to supervision as t.o whether they· want to receive 
either eight hours additional pay or an ad<Utional vacat:icn day. The 
superv:isor will give consideration to the employee's request. 

By prooeedinq in thiS manner .it is thought that the Union's c::oncern :in 
this matter will be alleviated. 

cc: J. Dearth 
R . Zimmer 

Very truly yours , 

,, 
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CG&·E .J The Energy Service Company 
Tiit ClnclMatl GM • lleotl1G Comp1nr 
·p,o. 8o• 960 e<nc1nn11i. Oll40 •szo' i-0960 

Mr. Thomas Spur'kx:k 
Staff Represent:at::l.ve 
United steel.workers of. America 
7162 Readinq Road 
SWte 610 
dnclnnati, Ohio 45237 

Dear Mr. Spurlcck: 

John P. Roos 
Manaoer. Pe11onne1 Fl11a~o"s 

May 23, 1991 

Durlnq the 1991 neqct:ia:t:lon meetings, representatives of the .Company and 
tbe Onion discussed the scheduling of. make-up o:vertime assiqnments. 

·, .. 

Ou:cinq these meetings, the t1nicn vaiced a concern reqardincr~t;he delayed 
grant:inq of make-up overtime assiqnments as a result Of heavy pericds c:€ 
regular overtime assi.qnnrents • 

. The Company must be the sc1e judqe as tc the necessity fer overtime 
wark. However, the Company assured the UniDn .1:h.£ jt w~ ( make evf!rf 
. attenpt ·to schedule make-up overtime assiqnments wbk:h are detarmined by 
supervision tD be appropx:iate at the earliest p~rahle tba~. · ·Addit:!onally, 
~ company agreed that employees wJD.. be . scheduled far 11-~~j>_ overtime 
·assignments wtil:1n six ( 6) months from the date granted by supel:-vl.wcn. 

This ClOmmli::ment by the Company should address the concer:ns expressed 
by .the union during these neqotiations abOut make-up overtime. · 

ex:: J . Dearth 
R. Zimmer 

Very truly yours, 

A-18 



I 
f 

KyPSC Case No. 201 6-00321 
STAFF-DR-Ol-039(b) Attachment 

Page 26 of 109 

. . 

CG&E . : The Energy Service C~mpany 
The Clnclnnall OH ' £Metric Company 
P 0 8oll960 Cft~n. Olloo 4S20t-<1960 

Mr. Thomas Spurlcck 
.staff Representative 
United steelworkers af America 
7162 Read:inq Rald, Suite 610 
Cinclnnat:L, Ohio 45237 

Dear Mr. Spw:1oc::k: 

May 23, 1991 

Jolin P. Roos 
M"'19er. Pt<sonriet Retal•o11$ 

Dw:::inq the 1991. negddati.ons, the committees for the company and 
the Union dLQ01ssed the pasdhility of implelllentinq a workforce in 
another d~part:ment that would be dedicated to disconnect non-pay 
work. 

As discussed, the 'company•s goal is to operate in the most 
efficient and cost effective way pnssihle . In addition, the Company 
must provide the best and most ex:pedit:ious service t.o our crust:omers as 
poscdble. . 

I:f the. disconnect non-pay work group js implemented, the parties 
aqreed that when a gas service person has a disconnect non-pay order 
in the vehic:la on a o::>mbination ac:c::nmt where tbe e'Jec:bic ·meter has 
alreacly been disconnected, and a reconnect order is .issued to the field 
on that account, the gas service p~n w.m. complete the %'e00rmect on 
the electric ll!eter. P?;ev]ousl.y, such ·orders were not worked by the 
Gas Operat:in9 Department but were rebll:ned to the Credjt Div.ls:ion of 
eustomer B.:illing and. Colled::icn Department far rout:!nq elsewhere. 

Cw:rently, Customer Service Division per.;onnel must attempt ·:to 
disconnect the gas service at a premise twjce ba1bre refecdnq th~ 
disconnect non-pay order to the Credlt Division of the Customer Sillinq 
and coD.ed:ion Department as a lock out. once this ctiso::>nnect non-pay 
work 91=0up is implemented, Gas Operating Departmentt personnel wlil. be 
able to refer obvious lock outs to the crerut Division without having tb 
make a second ca1l before re.ferral. Adclit:ionally, .it: was agreed that 
during such lock outs the Credit Division personnel disconnecting the 
gas, after proper training by the Gas Operating Department, will 
attempt to also turn off all gas appliances at the prentises . Such work 
will only be ao:omplished on the above referenced lock out situations. 

A-19 
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By prc:ceeclin9 in this manner, the effectiveness and the 
expediency ar servi£e to our ~mers v.m be enhanced. 

cc: J. DeaJ:tb 
R. Zillmer 

very truly yours, 

J£t.&. 
. . 
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OG&E •The Energy Service COmpany 

) 

The Cincinnau Gas & Electric Company · -
P.O. Sox 960 • Cincinnati, Ohio 45201-09So 

Mr. Thomas Spurlock 
Staff Representative 
United Steelworkers of America 
7162 Reading Road, Suite 610 
Cincinnati, Ohio 45237 : . 

Dear Mr. Spurlock: 

May 13, 1994 

During the 1994 negotiation meetings, the committees for the 
Company and the Union discussed the implementation of time limits 
within the various steps . of the grievance procedure. 

The company beli~ves that the objective -of the grievance 
procedure, to mutually and eqUitably resolve differences that may 
arise in the administration and interpretation of the Agreement, 
can be most favorably fulfilled without the imposition of mandatory 
time limits. 

However, as a resu~t of these discussions, the Company did 
give its assurance that it will strive to respond to all grievances 
as expeditiously as pos~ible . 

.. 

It is understood that unavoidable delays by both parties may 
occur for various legitimate reasons. Any such circumstances must 
necessarily be accommodated without prejudice to the position of 
any party to the griev~nce . 

It was also agreed' that if, in the future, the Union believes 
that grievances are not:. being resolved in a timely manner, the 
Company would be willing to meet with the Union in order to resolve 
this issue. · 

It is anticipated that , with this accord, the interval in 
processing grievances will be reduced. 

cc: s. Newkirk 
R. Zimmer 

Very truly yours, 

£1J21212..<tt-
Edward R. Schuette 
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CG&E•The Energy Service Company 
... ····· 

ii 
The Oncinnad Gas & Eleclric Company 
P .b. Box 960 • Clncimatl Ohio 45201-0960 

Mr. Thomas Spurlock 
Staff Representative 
United Steelworkers of America 
27162 Reading Road 
Suite 610 
Cincinnati, OH 45237 

Dear Mr. Spurlock: 

May 13. 1994 

During the 1994 negotiation meetings, the ·· parties discussed 
the administration of the Family Medical Leave Act (FMLA). -· 

During the discussions, the Company· assured the Union that its 
administration of the FMLA does not reduce the employee benefits 
provided for by the Contract. Furthermore, the Company assured the 
Union of its continued commitment to considering_ the particular 
circumstances · involved with individual employees, who may be 
experiencing hardship and whose circumstances may.. warrant leave in 
addition to the FMLA annual allotm~nt. 

It is believed that the above commitment ·. by the company 
alleviates the union's concerns in this matter. 

cc: s. Newkirk 
R. Zimmer 

vfi:]jj~ 
Edward R. Schuette 
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CG&E •The Energy Service Company 

) 

The Oncinn·au Gas & Elec:lt1c Company 
P.O. Elox 960 •Cincinnati, Ohlo 45201-0960 

Mr. Thomas Spurlock 
Staff Representative 
United steelworkers of America 
7162 Reading Road, Suite 610 
Cincinnati, Ohio 45237 

Dear Mr. Spurlock: 

May 13. 1994 

During the 1994 negotiation meetings, the commit.tees for the 
company and the Union discussed the revision of the Construction 
Assistant job description. 

As discussed, the job description of the Construction 
Assistant will be revised so that employees, who are assigned to 
that job classification, may also be trained. to perform. other 
duties commensurate with their skills and abilities, within their 
medical limitations . However, employees in the construction 
Assistant job classifications will not perform work of· job 
classifications at higher wage levels than their previous job. 

As stated during these negotiations, at some point in tilQ.e, as 
determined by the C0111pany, the number of Construction Assistants 
may reach a . saturation point. As discussed, we are rapidly 
approaching that saturation point. If such a saturation pdint is 
reached, the Company will ~iscontinue placing people in .that job 
classification. 

In addition, the Company assured· the Union that if problems 
are deteeted as a result of the administration of the Construction 
Assistant job duties, the company would be willing to meet with the 
Union to discuss this issue at that ·time. Furthermore, as stated 
during these negotiations, and in accordanc~ with the original 
intent of the parties when the Construction Assistant job 
classification was established, only employees with 15 ·or ' more 
years of service will be red-circled when demoted to the 
construction Assistant job classification. Employees with· less 
than 15 years of service, when demoted to the Constru.ction 
Assistant job classification, will be placed at the maximum wage 
rate of that job . 

It is believed that this correspondence should alleviate the 
concerns of the Union in this matter. 

cc: s. Newkirk 
R. Zimmer A-23 
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('.G&E•The Energy Service Company 

' 

The ClnelnnalJ Gas & Eklctric Company 
P.O. Box eeo • Cincinnati, .Ohio 45201-0960_ 

Mr. Thomas Spurlock 
Staff Representative 
United Steelworkers of America 
7162 Reading R~ad, Suite 610 
Cincinnati, Ohio 45237 

Dear Mr. Spurlock: 

May 13, 1994 

As discussed during the 1994 negotiation meetings, there are 
presently 15 Inspecting Mechanics in Gas Operations. These 
employees are performinq the following functions : locating 
facilities, preparing permit drawinqs, inspecting exposed pipelines 
on bridges, inspecting pipelines and locating and plotting qas 
facilities as a result of Ohio . House Bill 538. These Inspectinq 
Mechanics are located throughout our system, but primarily at 
Monfort Heights, Dana Avenue and Todhunter Road. 

Ai;; discussed; during the term of the 1994-1997 contract, 
Inspecting Mechanics will be paid fifty-five cents (. 55¢) above the 
maximum wage rate of their job classification. 

Inspecting Mechanics will also protect facilities by their 
presence and ' direction of contractors working around qas 
facilities . This Inspecting Mechanic job ~ill not be submitted for 
re-evaluat,ion since the job descri ption adequately defines the 
duties required in performing House Bill and system protection 
work. There will be two (2) Inspecting Mechanics performing House 
Bill work . They are John Fagaly located at Fairfield and Mose 
Barrett located at Dana. These two individuals will continue 
performing this work. Mr. Fagaly will perform work only in the 
Northern local and Mr. Barrett will perform work anywhere in Local 
12049fs service territory . At this time. we do not anticipate a 
chanqe of headquarters . The Company will train the· remaining 
Inspecting Mechanics to perform House Bill work. The number of 
Inspecting Mechanics. performing House Bill work may increase or 
decrease at any time due to work needs . The remaining incumbent 
Inspecting Mechanics will be assigned to specific geographic areas 
and duties fo.r the purposes o~ work assignment. If the House Bill 
work load decreases , the Inspecting Mechanics performing that work 
will be assigned to perform any activity within their job 
description . 

The Inspecting Mechanic will locate underground facilities for 
contractors performing work for the Company . This 
includes marking gas facilities for contractors i ns t alling and 
replacing gas mains and services . 
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Instiecting Mechanics will be ·required to work in any 
qeographical area assigned, i.e., Kentucky, Indiana, Ohio, except 
across Union Locals . Back-up Inspecting Mechanics will ~nly be 
.used as determined by business needs . 

Fu~ure openings or replacements in the Inspecting Mechanics 
job classification when deemed necessary by the Company, will be 
filled by qualified employees from the Mechanic Operator I job 
classification, in accordance with the contractual posting 
procedur~ , within Local 12049 or within Local 14214. Also, the 
Company . reserves the right to determine · the headquarters as to 
where the replacements or openings will be ·-fill:ed, in Local 12049 
or in Logal 14214. 

It - -is believed that this correspondence addresses our 
. discussion ~t the negotiations, 

cc: s. Newkirk 
R. 'Zi111J11er 

v£i:jf)h 
Edward R . Schuette 
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CG&E•The·Energy Service Company 

.... .. 

The Clnclonati Gas & Electric Company 
P.O. BOK 960. ClnciMati. Ohio 4520t.096<> 

Mr. Thomas Spurlock 
staff Representative 
United Steelworkers of Alllerica 

·1162 Reading Road 
suite 610 
Cin~innati, Ohio 45437 

Dear Mr. Spurlock: 

May 13, 1994 

During the 1994 negotiation meetings, the committees of the 
company and Local Unions 12049 and 14214 discussed notification 
to the bargaining unit of posted job openings, transfers and 
reass iqnments • ' 

As was agreed, during the . term of the l.994-1997 Contract, 
the re&ults of posted job openings , transfers and reassignments 
will be forwarded to the Presidents of the ~cal Unions as soon 
as practicable. 

By proceeding in this JDannex: it is thouqh·t that the Union's 
concern in this matter will be alleviated. 

cc : S. Newkirk 
R. Zimmer 

£i]/(p]k 
Edward R. Schuette 
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f"G&E •The Energy Service Company 

The Cincinnali Gas & Eleclric Company 
P.O. Box 960 • Cincinnati. Ohio 45201-0960 . 

Mr. ThoMas Spurlock 
Staff Representative 
United steelworkers of America 
7162 Reading Road 
Suite 610 
Cincinnati, Ohio 45237 

Dear Mr. Spurlock: 

May 13, 1994 

During the 1994 negotiations, representatives of the Company 
and the union discussed the possibilities of a training program for 
the members of the Union job evaluation committee. 

The .procedures for establishing, revising, . and evaluating job 
classifications is clearly set forth in Article V, Section 1 of the 
current Contract. As indicate~, the Union: lDay submit written 
cOJ1J1t.ents regarding the duties of .a revised jQb description to the 

· company's evaluation committee and may review ·the evaluation and 
waqe ·rate of any new or revised classification · considered by the 
~ompai:iy's committee . 

At the negotiation meetings , the Union expressed concern about 
its understanding of the job evaluation process. To understand the 
procedures, the co~p~ny \'fill agree to provi~e a training program 
for melllbers of the Union committee who may be unfamiliar with· how 
the job evaluation system w9rks. In addition,'- if the chairman of 
the Union's . classification committee pe~iodicaliy re_q\iests 
information concerning which factor points were changed when its 
oollllllittee is scheduled to 111eet with the Company's committee to 
review . the evaluation of a job, the Company official responsible 
for the administration of .the wage and sal~ proqram will provide 
the desiqnated Union representative with such information. 

It is thought that proceeding as outlined ·1n this letter will 
satisfy the Union's request about training in. the job evaluation 
procedure during the term of the 1994-1997 Contract. 

cc: S. Newkirk 
R . Zimmer 

m:DPJ&-
Edward R. Schuette 
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October 7, 1996 

Mr. Don Turner 
Mr. Jamee Newport 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4214 
Cincinnati, Ohio 46246 

Dear Gentle?Qen: 
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Clnergy Cozp. 
139 tut Fourths~ 
r.o. Bo,; 960 
ClndnnaU, OH 45201-0960 

CINERGY. 

During the 1996 discussions concerning work flexibility and employment security, 
representatives of the Company · and ·the Union discussed the need to more · efficiently , 
accomplish th~ less skilled manual tasks in field <_>perations across the Company. 

AB discussed, upon ratification of the 1996 - 2002 Contract, a specially negotiated 
wage progression Will be implemented for the Mechanic III job classification. Thereafter, 
any employees i;noving into that job classification will be paid at the entry rate of $9.13 per 
hour. Upon successful eompletion of the first six months in that job classification, such 
employees will . receive an increase to the rate of $18.02 per hour. After that point, 
employees may qualif;y for regular merit increases during each succeeding six month lleriod 
until the maximum wage of $18.50 per hour is reached. It is intended that the ininlmum 
amount of time ail employee Will be in the Mechanic. Ill job classification prior to reaching 
the maximum wage-is three years: · · 

It was further discussed that employees in the Mechanic ill job classification will. be 
used to perform lesser skilled manual labor on an as-ne~ded basis throughout the CG&E · 
service territory and, possib],y, to assist on projects associated with· the electric side of the 
b:usinees for which they qual.ifY. 

As further agreed, however, any employees in the Mechanic Ill job classification 
prior to ratification of the 1996 - 2002 Contract will be grandfathered under the wage 
progression in effect at that time. 

It is believed that the above accord will serve to meet the needs of both the Union 
and the ·Company. 

cc: R. Zimmer 
S. NE!wkirk 

Very truly yours, 

Kenneth E. Williams 
Manager 
Employee Relations 
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June 3, 2011 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 

Re: Inspecting Mechanic Agreement-AMRP 

Dear Gentlemen: 
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LISA A GREGORY 
Director I.Abar Relations 

Duke Energy 
EMM80 f 139 East Fourth St. 
Cincinnati, OH 45202 

513-287-3934 

This letter documents our discussions and agreements related to employees in the Inspecting 
Mechanic classification and the impacts on work and this job that are expected to occur towards 
the end of and after the Accelerated Main Replacement Program (AMRP). 

In the fall of 2000, the Company met with the leadership of each of the Duke affiliated local 
unions to discuss the need to significantly increase the number of Inspecting Mechanics to 
enhance the inspection program for an Accelerated Main Replacement Program. During those 
discussions, several items were agreed upon to successfully implement and complete the 
Program. All items to date have been successfully implemented by both parties. This 
document is to memorialize those items necessary to wind down the Program and implement 
post AMRP activities. 

If it is necessary to "Roll Back" any Inspecting Mechanics, that person will return to a Mechanic 
Operator I (MOI) position at the district from which they were promoted. Roll Backs will occur by 
low classified Inspecting Mechanic seniority. If the district headquarters is no longer 
maintained, the person will be assigned to the district that absorbed the territory of the 
discontinued district. They are listed as follows: 

Little Miami absorbed by Eastworks 
Glendale absorbed by Monfort 
Dana absorbed by Eastworks 
19th Street absorbed by Erlanger 
Florence absorbed by Erlanger 

As discussed in 2000, during presentations and during discussions with the successful 
candidates, Inspecting Mechanics will maintain their current accrued seniority if a roll back to 
the MOI position is necessary. In addition, Inspecting Mechanics would have their pay redlined 
until the MOI wage rate increased to the point of surpassing the Inspecting Mechanic pay. At 
that time, the person would receive a wage increase up to the max rate of pay for a MOL 

As part of the original agreements, Inspecting Mechanics were to maintain their COL license. A 
valid medical card is required to perform the MOI duties. Employees rolling back under this 
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Letter will be given 6 months to obtain their medical card. If employees cannot obtain their 
medical cards in six months, the Company's Job Adjustment and Workplace Modification 
Program (JAWM) will be triggered. The JAWM Program is a two-tiered program for the 
Company to engage in an interactive dialogue with employees who may require job adjustments 
or workplace modifications due to a physical or mental health issue that impacts an employee's 
work. 

Management will make every effort to project the resource needs for the following year and 
avoid roll backs in the middle of the year. This will allow a smooth transition for the employee to 
be placed on the shift schedule. However, there may be those occasions when a roll back may 
occur in the middle of the year. When this occurs, management will not rework the schedule 
for the current year. Management will fill a vacancy in the shift schedule with the rolled back 
employee up to two times in that calendar year but, not two consecutive times. All other 
vacancies will be filled using the established Schedule Replacement Guidelines. If there is 
more than one rolled back employee in a district, they will alternate shift coverage until they 
have exhausted their obligation to work two scheduled vacancies for that calendar year. For 
rolled back employees who scheduled their vacation in advance, the Company will follow 
existing guidelines for filling shift vacancies. After the Company schedules a rolled back 
employee for a shift vacancy, the Company will not grant vacation for the employee's shift 
during the vacancy the employee is scheduled to work. 

If a temporary Inspecting Mechanic is needed in the future, trained and qualified Mechanic 
Operator l's will be upgraded based on classified Mechanic Operator I seniority. The Company 
will pay temporarily upgraded "roll~d back inspectors• at the top of the Inspecting Mechanic pay 
grade until the assignment is complete. After the temporary upgrade is over, the employee will 
return to their pay rate prior to being upgraded. The employee also will be provided with any 
promotional opportunities they would have received in the MOI position. If a Mechanic Operator 
I is upgraded and he/she did not previously hold the classification of Inspecting Mechanic, 
normal temporary upgrade guidelines will apply (Article V, Section 2). 

Employees who are scheduled for shift work during a temporary upgrade assignment lasting 30-
days or less will not be eligible for the upgrade and the next senior, qualified person will be 
selected. If the temporary upgrade assignment will last 31-days or more, upon completion of 
the scheduled shift, the most senior person will replace the more junior person on the upgrade 
assignment. Employees must pass an inspecting test to be temporarily upgraded to an 
Inspecting Mechanic role. 

It is believed that the procedures outlined in this letter properly describe the agreement reached 
between the parties concerning this issue. 

Very truly yours, 

~a .1& qlfllff 
Lisa A. Gregory U U 
Director, labor Relations 
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October 7, 1996 

Mr. 'Don Turner 
Mr. James Newport 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4214 
Cincinnati, Ohio 45246 

Dear Gentlemen: 
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Onezgy Corp. 
139 East fourth Stttet 
P.O. Box 960 
Clndnnati, OH .f5201-0960 

CINERGY. 

Reference is made to .our 1996 discussions concerning employment security 
and work flexibility. Representatives of the Company and the Union discussed the 
need to improve the efficiency with which customer service concerns are addressed 
a't the premises. · 

As was discussed, the current work force t~t performs those duties on 
customer premises is contained in two separat.e work areas of the Company. Those 
areas include a work force of employees represent:ed by the United St:eelworkers of 
America (USWA), who primarily perform. premise dut~es related to gas services. The 
oth~r work group is made up of employees represented by the International 
Brotherhood of Electrical Workers Union (IBEW) in the Electric Meter area, who 
priµiarily perform electrical customer premise work. 

Althoegh, previously negotiated agreements have provided that employees 
from those areas can perform certain limited premise work outside of their primary 
emphasis (gas/electric), it is intended that in the future employees in the above 
groups will be merged into one work group and will perform various additional 
duties in either capacity to maximize the Company's ability to meet customer needs 
with one visit to the prenlises. 

Employees on the gas side of the business, in addition to their current duties, 
will receive training to safely perform other lower level electrical work at customer 
premises including work on "electric only" orders. The Company will also provide 
adequate training to employees in the appropriate job classifications in the Electric 
Meter area to enable them to safely perform additional lower level gas work at 
customer premises. 

Due to the discussions held pertaining to this subject, it was agreed that the 
current approximate ratio between employees represented by the USW A versus the 
IBEW within this new group, two gas employees to one electric employee, will be 
maintained for determining union affiliation for any additional employees who may A-38 
join that work group to perform such premise work in the future. 

The Cincinnati Gas & Electric Company 
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As further discussed, the implementation of the shared duties among this 
group will not occur until the appropriate agreement is attained with the other 
bargaining unit involved. 

It is believed that by proceeding in this manner, the Union's concerns. on this 
subject have been addressed and the Company's ability to succeed in a competitive 
environment will be enhanced to the benefit of all stakeholders. 

cc: R. Zimmer 
S. Newkirk 

2 

Very truly yours, 

~l:~/rJll. 
Kenneth E. Williams 
Manager 
Employee Relations 
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October 7, 1996 

Mr. Don Turner 
Mr. James Newport 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4214 
Cin~nati, Ohio. 45246 

Dear Gentlemen: 

~ 

Clnergy Corp. 
139 East Fourths~ 
P.O. Box 960 
Qndnnatl, OH 45201-0960 

CINERGY. 

During the 1996 discussions concerning work flexibility and employment 
security, the Company and the Union discussed the continuation of participative 
management teaJ:!'.1.S. 

·During these discussions, the parties agreed that together we face a changing 
regulatory ·environment, aggressive competitive forces and rising customer 
expectations. 

To meet these challenges and to ensure both the Company and the Union's 
continued mutual success and security, the parties commit to achieving ~axim.um 
customer, employee and ~hareholder productivity and quality of our work and itS 
environm~nt. 

In m,~g this commitment, the parties recognize a need for the Company, 
the Union and all employees to support and strive for a more cooperative 
atmosphere of increasing openness, truSt and mutual respect, where all employees 
can fully utilize their creativity, talents and initiative in a safe and fulfilling work 
environment. 

The parties agreed during these negotiations to continue the use of the 
participative team process to fw:ther these goals. It is also agreed that the 
following jointly developed guidelines will continue to be used for the patticipative 
team process: 

When any team is.formed to address an issue, individuals should be told that 
membership on the team is voluntary. Persons selected should be respected 
by their co-workers. Before the team begins its work, members must be 
informed that it is their responsibility to honor the collective bargaining 
agreements. 
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When forming a team to address non-contractual issues, team members 
should be selected objectively based on the issues and subjects t;o be 
addressed by the group. 

When contractual issues arise after the start of the process, bargaining unit 
leaders and the Employee Rela;tions and Safety Department must be notified 
as soon .as it j.s apparent that a contractual issue is involved. Team 
membership should be reviewed to see if changes need to be made because of 
the new contractual issue. 

The Company and the Union officers will select team members from their 
respective units to develop recommendations concerning contractual issues. 
The Employee Relations and Safety Department will be notified when a team 
is being formed in order to determine its level of involvement. Any 
recommendations made by the teams that would change or modify the 
collective bargaining contract Will be subject to · negotiations between the 
parties. 

These commitments made by both the Company and the Union will enable 
both parties to be successful in our endeavor to reach o~ ·goals in .serving our 

J customers, employees and shareholders. 

cc: R. Zimmer 
S . Newkirk 

Very truly yours, 

~/~/rJl/ 
Kenneth E. Williams 
Manager 
Employee Relations 

2 
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October 7; 1996 

Mr. Don Turner 
Mr. Jame6 Newport 
United Steelworkers of America 
1829 East Kemper Road · 
Building 400, Suite 4214 
Cincinnati, Ohio 45246 

Dear Gentlemen: 

Onergy Corp. 
. 139 EUt Fourth SUttt 

r.o. Box 960 
Clndnnatl. OH 45201--0960 

CINERGY. 

Reference is made to our 1996 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 
empl0yed in jobs currently 'under its jurisdiction- The Company .also assured the Union 
of its ongoiDg commitment to honor any agreements it may enter into with the Union. 
The parties also discussed the need for new and ilmpvative ways to meet fu~ 
business nee~ in order to remain viable within a competitive environment. These new 
ways of conducting business may not only re~ significant changes within the 
current organization,· but may also result in the Company's expansion into other 
business ventures. 

· DUring the discussions, the Company gave. assurance to the Union that in the 
event of such future expansions of our business, should the Union attempt to represent 
or organiz.e employees outside of its current jurisdiction, the Company will not interfere 
with such legitimate activity and will encourage a policy of neutrality among its 
supervisoryfmanagerial workforce. However, the Company· must maintain its right t o 
respond to employee inquires in an honest and open manner. 

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

cc: R. Zimmer 
S. Newkirk 

Very truly yours, 

~l~/7J# 
Kenneth E . Williams 
Manager 
Employee Relations 
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June 3, 2011 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 

Re: Downbidding to Entry-Level Jobs 

Dear Gentlemen: 
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LISA A GREGORY 
Director Labor Relations 

Duke Energy 
EMMBO 1139 East Fourth St. 
Cincinnali, OH 45202 

513-287-3934 

During the 2011 contract negotiations, representatives of the Company and United Steelworkers 
and its Locals 12049 and 5541-06 (the "Union") discussed the downbidding process and the 
desire to make starting level job opportunities available in the various divisions of the Gas 
Operations and Service Delivery areas to qualified employees who desire to change their type 
of work. This letter replaces the previous letter of agreement titled "Downbidding to Entry-Level 
Jobs" which was last revised January 18, 2002 and all earlier versions as well as the 
downbidding process described in the "Disconnect Non-pay, Succession and Special Meter 
Reads Agreement" letter dated May 14, 2003. 

For the duration of the 2011 - 2016 Contract, the Company will permit any employee with eight 
(8} or more years of service and classified as a Meter Specialist II, Mechanic Operator II, Gas 
Systems Operations Mechanic II , Gas Plant Operator II , Welder II or any higher job 
classification in these sequences, to submit their name for consideration through the established 
bidding procedure when job openings occur within the established rotation sequence in the 
Service Mechanic "B" or Gas Systems Operations Mechanic Ill job classifications. 

The Company wi ll consider employee requests for a posted opening in the established rotation 
sequence, on the basis of the system service within the seniority district. These employees will 
be required to successfully complete the departmental training program, and all required tests, 
before they are re-classified as a Service Mechanic "B" or Gas Systems Operation Mechanic Ill. 
Following the date of this Letter, the Company will fill the first posted eligible job from qualified 
downbid applicants before considering applicants seeking to promote under the existing 
promotional sequence within the seniority district. After that first posted job, the Company will 
alternate between the downbid process and the promotional sequence process to fill Service 
Mechanic "B" or "Gas Systems Operations Mechanic Ill postings. 

In addition, the Company agreed to allow employees in Local 12049 with eight (8) or more years 
of service and classified as a Mechanic Operator 11, Gas Systems Operations Mechanic II , Gas 
Plant Operator II, Welder II or any higher job classification in these sequences to downbid to the 
Meter Specialist Ill job classification through the downbidding procedure as described in this 
letter. When eligible employees submit such downbids to the Meter Specialist Ill classification, 
the Company will fill the position based on system service seniority within the seniority district. 

A-51 
www.duke-energy.com 



In all situations described in this letter, the following applies: 

KyPSC Case No. 2016-00321 
STAFF-OR-Ot-039(b) Attachment 

Page 44 of I 09 

1. Employees who are accepted for the vacant position shall retain their present 
salary until they successfully pass the test for the new position. At that time, they will be 
demoted to the maximum wage rate of the job for which they have been accepted. 
However, employees who demote in accordance with this agreement with 15 or more 
years of service will have their wage rates red-circled. 

2. If the acceptable candidates fail to qualify for the position, they will return to their 
original headquarters without loss of seniority. 

3. While in training, the employees will retain the salary and job title of their current 
position. 

4. The Company will post opportunities for the Service Mechanic B, Tool Repair 
Specialist, Meter Specialist Ill or Gas Systems Operations Mechanic 111, and will fill the 
first posting following the date of this Letter with any downbids as described above. For 
the second posting following the date of this Letter, the Company will use the 
promotional sequence within each classification, and will alternate between the downbid 
process and the promotional sequence for future postings. If a posting is not filled by 
the designated sequence and/or there are no downbids, the turn will be forfeited. This 
will be tracked by each job classification and each local. 

5. Prior to the first downbid opportunity as described above, management will post 
a one-time opportunity for existing Premise Mechanics to promote to Service Mechanic 
B. If eligible employees choose not to pursue this promotional opportunity, the one time 
opportunity will be forfeited. The Company reserves the right to cancel any postings not 
filled under this Paragraph. 

It is acknowledged that the Company must maintain the right to limit the number of such 
individuals in any job at any one time, in order to make certain that the promotional sequence 
does not become blocked in any way. 

It is anticipated that the procedures outlined in this letter properly describe the accord reached 
between the parties concerning this issue, for the term of this Contract. 

Very truly yours, 

~(1.JiN~ 
Lisa A. Gregory U U 
Director, Labor Relations 
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January 18, 200~ 

Mr. Dave Mclean 
Mr. Eldon House 
United S~eelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4214 
Cincinnati, Ohio 45246 

Re: Work Hours 

Dear Gentlemen: · 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box 960 
Cincinnati, OH 45201--0960 

CINERGY. 
CG&E 

During the 2002 - 2007 contract negotiations, representatives of the Company 
and United Steelworkers of America and its Locals 12049 and 5541-06 (the "Union") 
discussed work hours of bargaining unit employees in both local unions. This 
correspondence cance·1s and supersedes correspondence from Messrs. Morgan and 
Randolph of June 4, 2001 to Messrs. McAlpin and Heisinger and the letter of October 7, 
1996 from K. Williams to 0 . Turner on this subject. 

Based on discussions for the 2002 - 2007 labor agreement, work schedules will 
be implemented as follows. 

Construction & Maintenance 

Accept as specified below, the Construction & Maintenance Group will use both 
the 4-day 10-hour schedule and the 5-day 8-hour schedule. On or about May 1 of each 
year, that work group will commence a 4-day 10-hour schedule. It is believed that 
working the. 4-10's during the prime construction season allows for the most efficient 
means to carryout that type of work. The· shorter workweek and fewer trips to/from jobs 
will lessen the environmental impact from driving during summer months when 
environmental issues are at a peak. It will also. save qn fuel costs during the summer 
season when the cost for fuel is at a maximum. Additionally, the fact that school will be 
out will lessen disruptions to setting up 'job sites prior to 8:00 a.m. Employees, who 
value the third off day each week, will continue to be able· to benefit from that schedule 
during the summer time season. The 4-10 work hours will remain from 7:00 a.m. until 
5:00 p.m. at this time. 

On or about November 1 of each year, the Construction & Maintenance 
Group wil l be scheduled to work the 5-day 8-hour schedule, with work hours of 7:00 
a.m. to 3:00 p.m. For.the reduced amount of construction projects during the winter 
months, the ; 5-day 8-hour work schedule is more conducive for achieving the 
maintenance type work · that tends to be done during the colder months season. 
Additionally, the shorter work day during the winter months will allow for employees to 
arrive at home at an earlier time each day to tend to personal business. Management 
will continuously monitor and evaluate the effectiveness of the 8-hour schedules 
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including the start time for work hours and maintains the right to adjust the work hours 
as deemed necessary to meet business needs. 

For busin~ss needs, the new gas service inspecting group (spotters) will be an 
exception to the seasonal schedule. Visual inspecting work must be accomplished on a 
5-day ·8-hour work schedule in order to meet the daily demands for those jobs, which 
have to be carried out within two days of a request. The four-day workweek has caused 
the need to take employees from Construction & Maintenance to assist in performing 
visual inspecting work on a regular basis, thus impacting the number of employees 
dedicated to construction and maintenance work on any one day. 

Gas Production, Systems Operations and Corrosion Control 

For th~ same reasons discussed above, and for the need to provide support for 
the. ·construction & mainter:iance crews, Gas Systems Operations employees' work 
schedules will be the same as listed fur Construction & Maintenance above and will also 
change on· the referen~d seasonal 'basis. The 5-8's schedule during the winter months 
allows for better coverage for cold weather related system adjustments and the need· to 
Implement the rotating shift during the winter season. · 

Contractor Construction Management 

. ·The Inspecting Mechanics will remain assigned to a 5-day 8-hour s·chedul~ year 
round. That work schedule maximizes our ability to provide inspecting ·services to the 
contractor work force. The 5-8's will enhance the availability of the inspecting work 
force at reduced overtime costs and at a minimum disruption to the Construction & 
··Maintenance Group. 

Service Delivery, Meter Operations, Gas Measurement Center 

Employees in these work groups will continue to . work their current work 
schedules at this time, as long as business needs are being accomplished. 

It is believed that the work. schedules as outlined above are a reflection of ttie 
consideration given to the Unions' input and employee comments while implementing 
work schedules that will help improve the organization's overall effectiveness. It must 
be noted, however, that the Company must maintain its right to make other work 
schedule adjustments in the future to meet business needs. 

cc: 0 . Heisinger 
M. McAlpin 

2 

Very truly yours, 

~£~~ 
General Manager 
Labor Relations, Safety 

And Disability Programs 
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Mr. Dave Mclean 
Mr. Eldon House 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4214 
Cincinnati, Ohio 45246 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box960 
Cloctnnali, OH 45201·0960 

CINERGY. 
Re: Voluntary Transfers Between Headquarters 

CG&E 

Dear Gentlemen·: 

During the 2002 - 2007 contract negotiations, representatives of the Company and !Jnited 
Steelwor1<ers of America and its Locals 12049 and 5541-06 (the •union") discussed the possibility of 
employees in the same job classification being permitted to voluntarily transfer between ~eadquarters. 

As was agreed, during the term of the 2002 - 2007 Contract, employees will be permitted to 
submit transfer requests to be assigned to another headquarters. On an annual basis, during the first 
week of October a notice will be posted advising those employees who wish to change headquarters 
to submit a transfer request, in writing, to the Employee Services area of the Regulated Business Unit. 
AU such requests must be submitted on or before October 31 of each year. These requests for 
transfer will be evaluated in the same manner as cross bids for posted job openings. Reassignments 
between headquarters will be made as soon as determined practicable by departmental supervision 
after the first of the year. The provisions of Article VI, .Section 2 will govern the classified seniority of 
all employees who are transferred. These reassignments are not subject to the grievance and 
arbitration procedure. Once a reassignment between headquarters is made, the transferred 
employee will assume the work assignments, vehicle assignments and holiday and other schedules 
that were assigned to the employee with whom the trade is made. 

This procedure in no way alters the contractually provided right of the Company to unilaterally 
effect transfers and reassignments to effectively conduct its business. Additionally, this procedure 
does not alter the tong established practice of assigning new employees in the starting level job 
Mechanic Ill to the various headquarters of Gas Operations. 

It was also agreed that the provisions of Article VIII, Section 2 will not apply to these transfers. 
ft must be understood that a transferred employee's scheduled vacation may have to be changed, if, 
during that period, the number of employees leaving on vacation from an individual's new 
headquarters handicaps the operation of the department. 

It is thought that the above agreed to arrangement for the tenn of the 2002 - 2007 Contract 
will satisfy the Union's request in this matter. 

cc: o. Heisinger 
M. McAlpin 

Very truly yours, 

~£.~ 
John E. Polley 
General Manager 
Labor Relations, Safety 
And Disability Programs 
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United Steelworkers of America 
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Cinergy Corp. 
139 wt Fourth Street 
P.O. Box 960 
Cincinnati, OH 452.01-0960 

CINERGY. 
CG&E 

Re: Compensation for Non-industrial Medical Appointments 

Dear Gentlemen: 

During the 2002 - 2007 contract negotiations, representatives of the Company 
and United Steelworkers of America and its Locals 12049 and 5541-06 (the "Union") 
discussed the compensation of employees performing limited duty work, while attending 
necessary medical appointments during working hours for non-industrial illness or 
injury. 

It was agreed that when such appointments cannot be made outside of the 
normal working hours, employees will be paid sick pay for time away from the job for 
verifiable appointments. However, such compensation will only be granted after an 
employee has met the applicable sick pay waiting period for the same condition as 
necessitates such follow-up appointments. 

It was also agreed that employees will make every effort to schedule such 
appointments during off duty hours. If this is not possible, such appointments should be 
made either at the beginning or at the end of their shifts. In addition, it was agreed that 
employees would only be eligible to receive sick pay for time lost to these appointments 
if they present verification that they attended them. 

It is believed that this adequately describes the accord reached above for the 
2002 - 2007 Contract regarding sick pay for doctor visits during normal working hours. 

cc: D. Heisinger 
M. McAlpin 

Very truly yours. 

~£.~-
John E. Polley 
General Manager 
Labor Relations, Safety 

And Disability Programs 
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Mr. Dave Mclean 
Mr. Eldon House 
United Steelworkers of America 
1329 E. Kemper Road 
Building 400, Suite 4214 
Cincinnati, Ohio 45246 

Re: Paid Lunch Periods 

Dear Gentlemen: 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box 960 
Cincinnati, OH 45201-0960 

CINERGY. 
CG&E 

During the 2002 - 2007 contract negotiations, represent':'ltives of the Company 
and United Steelworkers of America and its Locals 12049 and 5541-06 {the "Union") 
discussed the continuation of the paid lunch periods for bargaining unit employees. 

The Company and Union agreed that the paid lunch .periods would continue at 
this time. The Company, however, expressed concern about increased costs and loss 
of productivity that could result from employees not carrying out the "eat on the runff 
concept as it was intended. 

During the.discussions, it was agreed that the "eat on the run" concept was the 
basis upon which the parties agreed to implement the paid lunch periods in 1996. Under 
that concept. it is expected that employees should have tl'ieir lunch provisions available 
prior to leaving the headquarters each working day. When necessary, stopping during 
the working day to purchase lunch is permissible, but must occur only in transit between 
job sites and the time spent doing so should be held to a minimum. Lunch is to be 
consumed .at or between job sites during th~ working day in an approximate 15-minute 
time period. 

As a result of the discussioi:1s. the Company committed to re-emphasizing with 
the work force the above expectations of employees. In tum, the L!nion agreed it would 
reinforce with employees the importance of obtaining lunch before leaving the work 
headquarters in order to maximize productivity during the working day. 

The Company agreed· to discuss with the Union issues pertaining to the paid 
lunch periods on a quarterly basis in an attempt to identify and resolve any problems 
associated with this practice. 

It is believed that the above adequately describes the agreement reached during 
the discussions on the subject' of lunch periods. 

cc: D. Heisinger 
M. McAlpin 

Very truly yours. 

J~~;,~ 
General Manager 
Labor Relations. Safety 
And Disability Programs 
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January 18, 2082 

Mr. Dave Mclean 
Mr. Eldon House 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4214 
Cincinnati, Ohio 45246 

Re: Martin Luther King, ~r. Day 

Dear Gentfemen: 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box 960 
Cincinnati, OH 45201--0960 

CINERGY. 
. CG&E 

During the 2002 - 2007 contract negotiations, representatives of the Company 
and u·nited Steelworkers of America and its Locals 12049 and 5541-06 (the "Union") 
·discussed the Union's proposal to add Martin Luther King, Jr. Day as a holiday. 

As was agreed during these meetings, an additional holiday will not be added. 
As a result of the discussions at these meetings, however, it was agreed that the 
Company would give consideration to allowing as many employees as practicable to 
take their personal day off with pay on Martin Luther.King, Jr. Day, during the term of 
the 2002 - 2007 .Contract. All requests for a personal day must be made by employees 
at least 7 days prior to this date. In the event that more employees request a personal 
day on that date than the Department can permit off, system service will be utilized in 
determining which employees at a_ specific work location will be granted tlie time off 
from work. It was further agreed that the number of personnel to be permitted off on 
that day will be determined by the department so as to insure safe and efficient 
operations. 

By proceeding in tl)is manner it is thought that the concerns of the Union in this 
area will be met. · 

cc: 0. Heisinger 
M. McAlpin 

Very truly yours, 

l;~~f~ 
General Manager 
Labor Relations, Safety 

And Disability Programs 
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· January 18, 2002 

Mr. Dave Mclean 
Mr. Eldon House 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4214 
Cincinnati, Ohio 45246 

Re: Call Out Pay 

Dear Gentlemen: 

KyPSC Case No. 2016-00321 
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Cine1gy Corp. 
139 East Fourth Street 
P.O. Box 960 
Cincinnati, OH 45201-0960 

CINERC:.Y. 
CG&E 

During the 2002 - 2007 contract negotiations, representatives of the Company and 
United Steelworkers of America and its Locals 12049 and 5541-06 (the "Union") discussed the 
issue of multiple call outs within one four-hour period. 

An employee who is called out for an overtime assignment will receive four hours' pay at 
the appropriate overtime rate. However, the Company clarified with the Union that employees 
called out more than one time within the same four-hour time period are not entitled to the 
payment of a second four-hour callout minimum. In those instances employees are paid 
additional overtime for any overtime worked Beyond the initial .four-hour period . 

In most cases, if employees complete the overtime assignment within the four-hour 
perio~ the Company will continue to release employees to return home rather than requiring 
·them to remain at, the headquarters for the entire four-hour period. However, employees are 
expected to remain available for the remainder of the four-hour .period for additional 
assignments. If they are called out again during the initial four-hour period, It will be· considered' 
a continuation of the initial overtime assignment. 

cc: 0. Heisinger 
M. McAlpin 

Very truly yours, 

\J~- £,:J);Jdu . 
J{ln~~·~ou:; 0 
General Manager 
Labor Relations, Safety 
And Disability Programs 
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January 18, 2002 

Mr. Dave Mclean 
Mr. Eldon House 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4214 
Cincinnati, Ohio 45246 

Re: Promotional Retraining 

·oear Gentlemen: 
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Cinecgy Corp. 
139 Bast Fourth Street 
P.O. Box 960 
Qndnnatl, OH 45201-0960 

CINERGY. 
.CG&E 

During the 2002 - 2007 contract negotiations, repr~entatives of the Company and United 
Steelwori<ers·of America and its Locals 12049 and 5541--06 (the ·union") discussed the guidelines 
for promotional retraining of employees within the bargaining unit. 

As agreed, an employee who does not pass a promotional examination shall be given the 
opportunity to meet with a trainer, on his or her own time, for remedial training. 

In addition, for the term of the 2002 - 2007 Contract. the Safety and Technical Training 
area of the Regulated Business Unit will provide a one-time retraining opportunity, upon the 
employee's request, if a minimum of 12 months has transpired since the first re-test or 15 months 
from the original test. There must be an available posted opening and a scheduled training class. 
Travel pay will be provided as specified within the Contract. 

Retesting will cover all of the material in the training program. Promotions will then 
become effective, after successful completion of the test, in accordance with the current posted 
job opening. 

It is believed that this correspondence adequately describes the accord readled by the 
parties concerning this subject. 

cc: D. Heisinger 
M. McAlpin 

Very truly yours, 

Joh~~· 'i>Ao 
General Manager 
Labor Relations, Safety 

And Disability Programs 
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A Duke r# Energy<t 

August 1 , 2007 

Mr. Dave Mclean 
Sub District 5 Director 
Mr. Tim Bray 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

RE: Supervisory Upgrades 

Dear Gentlemen: 
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DUKE ENERGY CORPORATION 
139 East Fourth St. 
PO Box 960 
Cincinnari, OH 45201·0960 

During the 2007 contract negotiations. representatives of the Company and the USW and 
its Locals 12049 and 5541-06 (the "Union") discussed the Union's concerns relative to the 
use of bargaining unit employees to fill in as temporary supervisors during non-core hours. 

The Union stated that, under normal conditions on the day shift, certain issues are created 
when employees from the bargaining unit are put in the position of periorming supervisory 
duties. However, the Union expressed even greater concern over the potential for more 
serious issues if employees are upgraded and placed in a temporary supervisor role during 
non-core hours, such as the night shift, when no other management resources are available 
on the premises. 

Based on the Union's concerns, the Company stated its intent to avoid, when possible, 
using employees in the temporary supervisor role under circumstances where no other 
management resources are readily available. While management mul?t maintain its right to 
assign work as needed, when making temporary supervisory assignments in the future, 
consideration will be given to the sc9pe of duties assigned during non-core hours if other 
management resources are not available. 

M
v.~t'"QC 

J Alvaro 
M ging Director 
Labor Relations 

cc: M. McAlpin, USW, Local 12049 
T. Caudill, USW, Local 5541-06 

A-62 
www.duke-energy.com 



KyPSC Case No. 2016-0032 1 
ST AFF-DR-Ol-039(b) Attachment 

Page 54 of 109 

6/03/2011 

__. ........ . .. . - •·:~ ~·. ,_ • • •• -- '· - u •• ;-. ·· .. - ...... , ...... . . -
subject: Overtime Guidelines - Field and Systems Operations, 

Contractor Construction, Corrosion, Gas Production and 
the Measurement Center, USW's 12049 & 5541-06 

1. When overtime occurs within a job classification, the Company 
agrees to maintain a system of selecting the employees within the 
job classification, in a sincere effort to equalize overtime work. The 
Company will make a documented attempt to contact the available 
low overtime employee by telephone, as indicated by the overtime 
list, to offer the overtime work. Each employee is responsible for 
providing supervision with a single telephone number (land line or 
cell) for the Company to use when making the calls. 

2. Overtime Headquarters: 

!Monfort Heights !!Erlanger lloueensgate 

!Todhunter l!ValleyView llrncks Creek 

Erlanger Gas Plant !!Eastern Avenue 
II 

3. Each Headquarters will maintain a separate overtime list for the 
assigned personnel. Accumulated overtime shall consist of all 
overtime, casual, scheduled, call out and waived. 

4. Crew Leaders (MOI, GPOI, GSOI and MSOI) and Helpers will be 
shown on one overtime list. Once a Crew Leader has been 
acquired, based on low·overtime, then management will follow the 
low overtime order to contact and acquire the appropriate low 
overtime person to complete the task at hand. 

5. All overtime lis~ings revert to zero (0) hours during the first pay 
period of each year, and shall be accumulated on an annual basis. 

6. At the first of each year, employees will be placed in the order of 
their seniority by job classification on one list. Other groups such as 
Welders, Inspecting Mechanics, etc. will be on separate list. 

a. The classified seniority standing of MOl's, MOii's, 
MOllJ 's, etc. (from highest classification to lowest 
classification) will be used to place the employees in order of 
call-out priority, most senior first. 

1 
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b. The new overtime list will be posted on Wednesday of 
the first full week of the year, and each Wednesday 
thereafter recording the overtime worked or waived the 
previous week. 

7. Employees will not be contacted to work overtime (scheduled or 
call-out) when they are on one (1) or more weeks' vacation, off due 
to illness, voluntary, or death in the family. Employees on less 
than one week vacation and/or personal days will be eligible for 
call-out on the day(s) they are off at the end of the regular shift. 
Employees taking a week or more of vacation must notify their 
immediate supervisor in writing prior to that start of vacation of their 
desire to work scheduled overtime during the vacation week. 

8. When calling out a crew or a single employee, the existing low 
overtime list shall be used. A sincere effort will be made to follow 
the overtime list in order, however, in emergency situations, as 
determined by the Supervisor, only the first five (5) employees will 
be called before choosing someone. Any employee that 
supervision makes the documented attempt to reach by phone, or 
those who are contacted and turn down the overtime assignment, 
shall be waived the amount of overtime worked by the employee 
that replaces him or her. If no employee agrees to work the 
required overtime, the lowest qualified employee on the overtime 
list will be required to work. If, for some reason, no attempt is 
made to contact the low overtime person for a particular overtime 
assignment, that employee shall be provided the appropriate 
amount of make-up overtime. 

Employees who do not wish to be considered for overtime 
opportunities may submit to their supervisor a written waiver to that 
effect. Under normal circumstances no effort will be made to call 
those employees and they shall be waived the appropriate amount 
of overtime in each instance attempts to contact them would 
otherwise have occurred. However, such a waiver in no way limits 
management's right to require the employee to report for overtime 
when circumstances are deemed necessary by supervision. Nor 
does the waiver provide the employee the right to refuse to report 
when required. In addition, management may limit the number of 
employees who can submit waivers at a headquarters if its 
business needs are impeded. Except as stated above, employees 
who submit a waiver will not be called for overtime opportunities for 
the remainder of the calendar year in which the waiver has been 
submitted. Employees must submit a new waiver at the beginning 
of each calendar year to be removed from the overtime call out list. 
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9. Employees, who are working overtime, may be required to respond 
to emergency situations in other headquarters. However, in the 
case where a crew work~ in excess of four hours of overtime in the 
other headquarter area, the Company shall provide make-up 
overtime in the appropriate amount to the employee(s) within that 
area who was low on the overtime list. 

The make-up overtime shall be the amount of time worked in the 
other headquarter area. The four hour period commences at the 
time the crew is dispatched to the other headquarter area. 

This language applies only to shift work and call-outs and does not 
apply to casual ~>Vertime . 

10. Up to two hours per day of casual overtime may be worked by 
employees represented by USW 12049 working in other 
headquarters within the 12049 local territory. 

Jn addition, up to two hours per day of casual overtime may be 
worked by employees represented by USW 12049 and 5541-06 
working within the Gas Service area regardless of Union 
boundaries. Management will use the least senior available 
employees, represented by USW 5541-06, in USW 12049's local 
territory, when practical. The arrangement provided for in this 
paragraph will be reviewed on a semi-annual basis. If any party 
elects to withdraw for just cause from this casual overtime 
arrangement, a six-month written notice will be provided, by the 
party withdrawing, to the remaining parties that have agreed to this 
arrangement. 

11 . If the need to work casual overtime becomes known before the 
end of the shift, the Supervisor is not required to ask the low 
overtime person. 

Supervisor discretion and consideration of overtime will be used in 
the assignment. 

12. Employees transferred from one headquarters to another, as a 
permanent assignment, will be assigned at the average overtime 
for that classification. 

Temporary Reassignments: Overtime will be posted and worked at 
the temporary headquarters (the employee's actual overtime hours 
should travel with them.) 
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13. When posting for volunteers for scheduled overtime, all employees 
shall be charged for overtime waived. 

14.Any employee voluntarily transferring from one seniority district to 
another district will be placed at one (1) hour more than the highest 
overtime in that classification at the new location. If the employee 
is forced to the new district, they will be averaged as in #11 above. 

15. When scheduled or call-out overtime is needed, management will 
follow the low overtime order to contact and acquire the appropriate 
low overtime person to complete the task at hand. 

16. Newly hired employees will not be eligible for call-outs or the 
schedule until they have worked for six (6) months after they have 
been trained, tested and fully qualified . After their release from 
training, they will be permitted to work their first off day when all 
other qualified employees have been given an opportunity. They 
are permitted to work casual overtime during the six month period. 

17. If overtime is required to fill a shift vacancy or to add additional 
personnel the overtime list shall be used. 

18. When planned overtime occurs employees will need to comply with 
current D.O.T requirements for hours of rest between shifts in order 
to be eligible 

19. When scheduled or call-out overtime for welders is required , the 
following procedure will be used. The Northern local welder 
overtime list should be used for the northern area. The Kentucky 
overtime list should be used for Kentucky. The Central overtime list 
should be used for the central area. Central area will backup the 
north and south, and vise versa. 
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SERVICE DELIVERY 
USW OVERTIME GUIDELINES 

2007 
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1) The Power Delivery Work Center is the primary resource for maintaining, logging, tracking, 
obtaining, and reporting Combination Worker overtime. Occasionally, the Field Supervisor 
will request personnel to work overtime. When this occurs, it is the Field Supervisor's 
responsibility to forward the required information; i.e., personnel who will work the 
overtime, personnel who waived the overtime, etc. to the Work Center Schedule Desk. 

2) Each Work Area (North, South, Central, and East) will have a separate, single overtime list 
containing the names of the Combination Workers in low overtime order (lowest being first 
on the list), their bargaining unit affiliation, the call-out contact telephone number provided 
by the employee, and associated prior week and year-to-date accumulated overtime 
hours. To begin this process in 1999, on Wednesday, January 61

h, 1999, employees' 
names on the combined overtime listing in each Work Area will be kept in the same order 
as they were at the end of the 1998 combination overtime accumulation period; i.e., the 
week preceding January 61

h. However, the combined listing for January 61
h will display the 

accumulated hours for all employees as zero hours. In January of 2000, employees on 
the overtime listing will have their listed hours reduced by the total hours of overtime listed 
for the individual on that listing who has the least number of overtime hours at the end of 
the 1999 accumulation period. 

3) All overtime worked and waived, with the exception of overtime hours worked by 
employees normally scheduled to work on holidays, will be accumulated and reported on 
the overtime list(s) on a weekly basis (Wednesday of each week). Overtime hours worked 
will be determined from the prior week's Labor Data Capture System (LDCS) data. 
Overtime hours waived will be determined from annotations on the previous week's 
overtime report. Employees who are informed of their need to work an overtime 
assignment will be charged waived· overtime for instances when they are contacted in 
person (or in person by phone) and are allowed to waive the overtime assignment. The 
number of compensated hours earned by the individual(s) who accepted that overtime 
assignment will determine the number of hours waived. If one individual is required to 
work an overtime assignment, the number of hours Waived will be equal to the hours 
worked during that individual assignment. If more than one individual is required to work 
an overtime assignment, the number of hours waived will be equal to the average number 
of hours between the highest individual's and lowest individual's number of hours worked 
during that overtime assignm~nt. (Example: Five employees are required to work an 
overtime assignment with employee A working 9.0 hours, employee B working 7.0 hours, 
employees C & D working 4.0 hours and employee E working 2.0 hours; the waived 
overtime would be calculated: 9 hours+ 2 hours == 11hours12 = 5.5 hours). Tenths of a 
hour will be rolled-up to the nearest 5/1 O of an hour. Waived hours will be included in the 
accumulated overtime hours listed for those employees who waived the particular overtime 
assignment. 

4) All overtime, worked and waived, will be accumulated on an hour per hour basis. Hours of 
compensated overtime plus hours of waived overtime will be combined and will reflect the 
total overtime hours for each employee on the overtime listing(s). 
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5) When it is determined that additional personnel are needed to work overtime for routine 
combination work, employees in the work area (North, South, Central, or East) where the 
overtime is needed will be offered the opportunity to work the overtime, beginning with the 
lowest overtime, qualified, available employee and continuing down the fist, in low overtime 
order, until the required number of employees are obtained. Please note that if the 
overtime is necessary to fill a shift vacated due to illness or other unplanned absence of an 
employee, the filling of that-shift must come from the appropriate bargaining unit. For 
example, the USW employee who is assigned to cover the City area on Z'° shift calls in 
sick and the Dispatcher determines that the work load is sufficiently heavy enough to 
warrant filling that vacancy. In this case, the overtime to fill this vacancy must come from 
within the USW personnel in the Central work area. 

6) When it is determined that additional personnel are needed to work overtime for trouble 
work (gas or electric), only employees in the work area (North, South, Central, or East) 
who are qualified to work that type of trouble (gas or electric) will be offered the opportunity 
to work the overtime. The appropriate bargaining UQit personnel will be offered the 
overtime, in low overtime order, until the required number of employees are obtained. 
Please note that in the event of a natural disaster or similar emergency, when it is 
necessary to respond quickly to tum off and/or disconnect utility services, any combination 
worker may be offered the overtime. 

7) If the Dispatcher or other person contacting employees to work overtime is unable to 
obtain the required number of employees after going through the entire overtime list for 
that Work Area (North, South, Central, or East), employees in the next logical geographic 
work area will be offered the overtime, in low overtime order, until the required number of 
employees is obtained, based on the following chart: 

a) Overtime list In North exhausted; contact employees in Central, then East, then South. 
b) Overtime list in South exhausted, contact employees in Central, then East, then. North. 
c) Overtime fist in Central exhausted; contact employees in East, then South, then North. 
d) Overtime list in East exhausted; contact employees in South, then Central, then North. 

8) Qualified, available employees may work or be waived overtime seven days per week. A 
sincere effort will be made, however, to avoid working an employee more than 16 hours on 
any given day. As agreed with the USW, a sincere effort will also be made to avoid 
working any USW employee "back-to-back" 16-hour days. 

9) ff it is determined by management that the need exists for all employees at a headquarters 
to work a day of overtime in a particular week, all employees at that headquarters will be 
provided the opportunity to work on their first scheduled day off. 

1 O) Em pf oyees who may be absent from work for extended periods of time will have no 
adjustment made to their hours on the overtime listing. The only exception to this would 
be if the employee's absence occurred during the new year, when the uniform reduction in 
overtime hours shown for all employees would occur. 
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11) With the implementation of the Mobile Wor1<. Management System (MWMS) system and 
Home Based Reporting in each Work Area, additional "start-of-shift" and "end-of--shift" 
overtime guidelines are necessary. Employees who are contacted prior to the start of. or 
after their shift has ended, for communication purposes only wut be compensated as 
follows: 

a) If they have not yet left home, or are traveling toward their geo-grid prior to the start of 
their shift and are contacted momentarily by supervision, but are not required to begin 
working at that time, overtime pay at the appropriate rate for the amount of time such 
contact is made will be paid. This amount of time wilt also be added to the employees 
"worked overtime'' accumulation for that day. 

b) Employees who are on their.way home and are contacted after their normal shift has 
ended for communication purposes only, but are not required to resume working will 
receive overtime pay at the appropriate rate for the amount of llme such contact is 
made. This amount of time will also be added to the employees "worked overtime" 
accumulation for that day. 

c) Employees who are contacted by supervision and given a job assignment within fifteen 
minutes of their scheduled start time will be paid overtime at the appropriate rate for the 
amount of time preceding their start of shift. Employees contacted by supervision and 
given a job assignment prior to frfteen minutes before the start of their scheduled shift 
will be paid overtime at the appropriate call-out rate. 

d} Employees who are contacted by supervision and given a job assignment after they 
have confirmed their 10-7 with the diSPCitch office and after the end of their scheduled 
shift will be paid overtime at the appropriate call-out rate. 

12) Overtime hours worked for·"call-out" overtime for employees who home Base Report will 
be considered the total hours (minimum of 4 hours) elapsed from the time the employee 
leaves his or her home until his or her return home from that assignment when those hours 
are not contiguous with their normally scheduled shift . 

Company: . ~ 

Union: 
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a Duke 
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August 1, 2007 

Mr. Dave Mclean 
Sub District 5 Director 
Mr. Tim Bray 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

RE: Inclement Weather - Service Delivery 

Dear Gentlemen: 

KyPSC Case No. 2016-00321 
ST AFF-OR-OJ-039(b) Attachment 

Page 61 of 109 

DUKE ENERGY CORPORATION 
139 East Fourth St. 
PO Box 960 
Cincinnati, OH 45201-0960 

During the 2007 contract negotiations, representatives of the Company and the 
USW and its Locals 12049 and 5541 -06 (the "Union") discussed issues with 
unusually harsh weather conditions and the need of the Service Delivery 
Department to meet customer service expectations. 

It is understood that the July 5, 1979 negotiations letter pertaining to inclement 
weather is applicable solely to the working forces in the Construction & 
Maintenance Division of Gas Operations. However, the Union expressed 
concern about work assigned to the Service Delivery employees during periods 
of extremely frigid temperatures. The Union wanted assurance from the 
Company that employees in Service Delivery would not be assigned work that 
would require them to endure extended periods of exposure to such weather 
conditions. 

The Union was assured that management of Service Delivery has no intention of 
requiring employees to remain outdoors in frigid temperatures for prolonged 
periods to complete work that is not necessary to conform to law or applicable 
regulations, to protect life, property, or to guarantee service to the customers. 
However, some of the work performed routinely at customers' residences may 
require employees to be outdoors for short periods of time. Fortunately, under 
normal circumstances, employees are able to warm themselves in their vehicles 
or in the customers' residences as needed to avoid any risk of overexposure. 

A-65 

www.duke-energy.com 



August 1, 2007 
Page 2 

KyPSC Case No. 2016-00321 
ST AFF-OR-01-039(b) Attachment 

Page 62 of 109 

Of concern to the Company is the fact that much of the customer work routinely 
performed at customers' residences is on the basis . of pre-arranged 
appointments. Customers often make special arrangements themselves in order 
to be home at the times of those appointments. Therefore, the Company must 
sometimes make reasonable strides, even under some adverse conditions, to 
avoid missing or cancelling its promised appointments with little or no notice. 

The Company gave assurance to the Union that Service Delivery will continue its 
efforts to anticipate extreme weather events and to make adjustments as 
circumstances may allow for minimizing the need for employee.s to work outdoors 
for extended periods in extremely cold weather. 

Very truly yours, 

\wKK.L 
J~\J~ .. Alvaro 
Managing Director 
Labor Relations 

cc: M. McAlpin, USW, Local 12049 
T. Caudill, USW, Local 5541-06 
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June 3, 2011 

Mr. Ronnie Wardrup 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 

RE: Health Care Benefits 
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Duke Energy Corporation 
139 East Fourth St. 
Cincinnati, OH 45202 

During the 2011 contract negotiations, representatives of the Company and the USW and its 
Locals 12049 and 5541-06 (the "Union") discussed the cost of providing health care benefits to 
Union members and their eligible dependents. The Company and the Union agreed to the 
terms under the Duke Energy Medical Plan set forth below for the specially negotiated exclusive 
provider organization ("EPO") plan design to be made available to Union members and their 
eligible dependents from January 1, 2012 to December 31 , 2012, and for other enterprise 
options to continue to be made available to employees at the Company's discretion. 

Specially Negotiated EPO Plan 

1. From January 1, 2012 to December 31, 2012, Union members will have access to the 
specially negotiated medical coverage option set forth in the attached Exhibit "A" ("USW 
2012 Enhanced EPO Plan Design"); this medical coverage will be provided pursuant to 
the terms of the Duke Energy Medical Benefit Plan, with benefits no less favorable than 
those outlined in Exhibit "A", attached hereto. 

2 . From January 1, 2012 to December 31, 2012, Union members will be provided a subsidy 
equal to 72.5% 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 to December 31 , 2012, Union members will pay 27.5% of the 
premium (calculated using standard actuarial procedures) applicable to the Medical 
coverage of the Union members and their eligible dependents. 
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Plan Type 

Plan Name 

Coinsura nee Percentage 

{after deductible or 

~ 
In-Network 

Out-of Network (subject 

to reasonable & 
customary charges) 

Annual Deductible: 

In-Network 

Out-of Network 

Out-Of-Pocket Mximum: 

In-Network 

Out-of-Network 

Lifetime Coverage Limit: 

Primary Doctor Office 

Visit: 

In-Network 

Out-of-Network 

Specialist Office Visit: 

In-Network 

Out-of Network 

Outpatient Surgery: 

In-Network 

Out-of Network 

Outpatient X-Ray: 

Jn-Network 

Out-of-Network 

USW Locals 12049 and 5541-06 

2012 EPO Plan Design 

"Not to Exceed Schedule" 

Not to Exceed in 2012 

Exclusive Provider 

Organization 

Enhanced EPO Option 

100% 

NIA 

$0 

NIA 

$0 Individual: $0 Family 

NIA 

Limit does not apply 

S45 copay 

NIA 

$55 copay 

NIA 

$75 copay 

NIA 

$0 copay; MRI, CAl , and PET scans: 
100% covered - all other x-ray 

services 

NIA 
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Hospital Copay: 

In-Network 

Out-of-Network 

Emergency Room (not 

fo llowed by admission): 

In-Network 

Out-of-Network 

Urgent Care Clinic Visit: 

ln-Networl< 

Out-of-Network 

Prescription Drugs: 

Retail annual deductible 

(In- and Out-o f­

Network) 

Reta il generic 

Retail formulary brand* 

Retail nonformulary 

brand 

Mail order generic 

Mail order formulary 

brand* 

Mail order 

nonformulary brand 

" Coinsurance applies to 
charges in excess of the 
copay 

USW Locals 12049 and 5541-06 

2012 EPO Plan Design 

"Not to Exceed Schedule" 

$350 copay per admission 

N/A 

$1 25 copay; copay waived if admitted 

NIA 

$75 

N/A 

N/A 

$20 

S40 

$80 

$50 

$100 

$200 
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a Duke 
r"Energy8 

June 3, 2011 

Mr. Ronnie Wardrup 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 

RE: Union Employees' Annual Incentive Program (UEIP) 

Dear Gentlemen: 
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USA A GREGO~Y 
Director Labor Relations 

Duke Energy 
EMM801139 East Fourth St. 
Cincinnati, OH 45202 

5J3-287-3934 

During the 2011 contract negotiations, representatives of the Company and the USW and its 
Locals 12049 and 5541-06 (the "Union") discussed that the payout for the ·incentive bonuses for 
employees will be modified to incorporate goals relative to Safety and the Company's financial 
results. 

Beginning with the goals established by the Company for 2012, the UEIP payout (payable 
beginning in 2013) will be administered as follows: 

Annual Incentive Plan Summary for those who participate in the New Retirement Program: 

In conjunction with the New Retirement Program, under the Pension Plan, all participants will be 
eligible for up to a 5% maximum (1 . 75% minimum, 3% target, 5% maximum) annual incentive 
opportunity. Beginning in 2012 through 2013, 20% of the annual incentive opportunity will be 
based on safety goals as determined and established by the Company (i.e., number of 
recordables, preventable vehicular accidents, etc.) and 80% will be based on the Company's 
financial goals (i.e., earnings per share, net income, etc.) as determined and established by the 
Company. Beginning in 2014, 33% of the annual incentive opportunity will be based on safety 
goals as determined and established by the Company (i.e., number of recordables, preventable 
vehicular accidents, etc.) and 67% will be based on the Company's financial goals (i.e., 
earnings per share, net income, etc.) as determined and established by the Company. 

A-67 
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Annual Incentive Plan Summary for those who participate in the Traditional Retirement 
Program: 

Employees who remain in the Traditional Program, under the Pension Plan, which provides 
benefits under the current final average pay formula, will be eligible for up to a 2% maximum 
(.75% minimum, 1.25% target, 2% maximum) annual incentive opportunity. Beginning in 2012 
through 2013, 20% of the annual incentive opportunity will be based on safety goals as 
determined and established by the Company (i.e., number of recordables, preventable vehicular 
accidents, etc.) and 80% will be based on the Company's financial goals (i.e., earnings per 
share, net income, etc. ) as determined and established by the Company. Beginning in 2014, 
33% of the annual incentive opportunity will be based on safety goals as determined and 
established by the Company (i.e., number of recordables, preventable vehicular accidents, etc.) 
and 67% will be based on the Company's financial goals (i.e., earnings per share, net income, 
etc.) as determined and established by the Company. 

Very truly yours, 

Li~G~g~&~u 
Director, Labor Relations 

2 



-a Duke 
rt1Energy~ 

August 1, 2007 

Mr. Dave· Mclean 
Sub District 5 Director 
Mr. Tim Bray 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 
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DUKE ENERGY CORPORATION 
139 East Fourth St. 
PO Bo~ 960 
Cincinnati, OH 45201 -0960 

RE: Employees with $9.000.00 Paid-Up Post-Retirement Life Insurance Coverage 

Dear Gentlemen: 

During the 2007 contract negotiations, representatives of the Company and the USW 
and its Locals 12049 and 5541-06 (the "Union") <;iiscussed the $9,000.00 paid-up 
post-retirement life insurance benefit that certain employees have available to them. 

The Company assured the Union that it would provide the necessary updated contact 
information for the current carrier and administrator of those benefits to the active 
employees with those grandfathered policies. 

Very truly yours, 

M!: 
Managing Director 
Labor Relations 

cc: M. McAlpin, USW, Local 12049 
T. Caudill, USW, Local 5541-06 

A-68 
www.duke-cnersy.com 



A Duke 
r#Energy~ 

August 1, 2007 

Mr. Dave Mclean 
Sub District 5 Director 
Mr. Tim Bray 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541 -06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

RE: Sabbatical Vacation Bank and Vacation Credit Programs 

Dear Gentlemen: 
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DUKE ENERGY CORPORATION 
139 East Fovrth St. 
PO Box 960 
Cincinnati. OH 45201-0960 

During the 2007 contract negotiations, representatives of the Company and the USW and 
its Locals 12049 and 5541-06 (the "Union") discussed the phasing out of the Sabbatical 
Vacation Bank and the Vacation Credit Programs. 

As agreed, these programs shall be phased out in accordance with the attached document, 
Attachment A, which outlines the specific revisions to the Sabbatical Vacation Bank and 
Vacation Credit Programs that will remain in effect through December 31, 2011 . 

The Company and the Union expressly understand and agreed that the phasing out of the 
Sabpatical Vacation Bank and the Vacation Cr~dit Programs, as stated in the attached 
document, shall continue in full force until December 31, 2011 , surviving the termination of 
the 2007 - 2011 Contract, and shall continue in force through succeeding contracts, or in 
the absence of succeeding contracts , unless changed by mutual agreement of the parties. 

Very truly yours, 

Ji~~ 
Managing Director 
Labor Relations 

Attachment 

cc: M. McAlpin, USW, Local 12049 
T. Caudill, USW, Local 5541-06 

A-69 
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Attachment A 

REVISIONS TO THE SABBATICAL VACATION BANK AND VACATION 
CREDIT PROGRAMS 

FOR USW 12049 & 5541-06 LEGACY CINERGY EMPLOYEES 

Effective January 1, 2008. the Vacation Bank and Service Credit programs will be phased out 
over a four year period for employees who are eligible for them as of December 31, 2011. As a 
reminder, employees are eligible to bank vacation if they are at least 47 years old, and are 
eligible to receive ·vacation cre.dits" if ttiey are at least 51 years old. 

The Changes: 

Sabbatical Vacation Program: 

• The sabbatical banking program will be eliminated for employees who are younger than 47 
years old as of December 31 , 2007. 

• Employees who are 47 years old or older as of December 31, 2007 will be eligible to continue 
banking vacation until December 31 , 20 11 . up to the limits described on the chart below. 

• Employees who have already banked more than the maximum amount of vacation based on 
the schedule below (including any vacation credits) cannot bank more after January 1, 2908, 
but will be grandfathered with the amount they have banked. 

• No additional banking will be permitted after January 1, 2012. Therefore, the last opportunity 
to bank vacation will be in December 201 1 because banking is done at the end of the year. 

• Banked vacation will be paid out at the final rate of pay at retirement. 

Vacation Credit Program: 

• The vacation credit program will be modified for employees who are younger than 51 years 
old as of December 31, 2011 . For those employees hired prior to January 1, 1997 and who 
are age 50 or older at the time they leave the Company, they will continue to receive vacation 
credits up to the amount of vacation time they were eligible for as of January 1, 2006. 

• Employees who are at least 51 years old as of December 31 , 2011 will continue to receive 
vacation credits up to the lesser of their annual vacation entitlement or the schedule below. 

• Vacation credits will be paid out at the final rate of pay at retirement. 

Service Credit Program: 

• Employees will continue to receive one week of service credit added to their vacation bank in 
years 32 and 33 of employment in lieu of time off until December 31, 2011 . Effective 
January 1, 2012, employees will be granted a 5th week of vacation time off during their 32nd 
year of employment in lieu of a week of service credit. 

The Schedule: 

Age as of Maximum Banked Maximum Service Credits 
12/31/2007 Vacation Weeks Vacation Credits (granted at 32 and 

(including vacation (not to exceed annual 33 years of service 
and service credits) vacation eligibility) In lieu of time off) 

47 10 up to 6 
48 10 up to6 
49 10 up to 6 
50 12 up to 6 Up to2 
51 14 up to 6 UP to 2 
52 16 up to 6 Up to 2 
53 16 up to6 Up to 2 
54 18 up to 6 Up to 2 
55 20 up to 6 Uoto 2 
56+ 22 up to 6 Up to 2 

.. 



a.Dulce 
r4'Energye 

June 3, 2011 

Mr. Ronnie Wardrup 
Staff Representative 
United Steelworkers 
Local Nos. 12049 and 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 

RE: Sale of Assets 

Dear Gentlemen: 
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Duke Energy Corporation 
139 Ea51 Fourth St. 
Cincinnati, OH 45202 

During the 2011 contract negotiations, representatives of the Company and the USW and 
its Locals 12049 and 5541-06 (the "Union") discussed employment security for bargaining 
unit employees. The Company and the Union reached the following agreement: 

I. Divestiture Issues 

The utility industry is in the midst of major restructuring . It may become necessary 
or prudent, in the Company's sole judgment, to sell, divest, transfer or swap its gas 
assets or operations to a third party or to transfer gas assets or operations to a 
subsidiary, a joint venture, or other business combination. Employees who accept 
employment with the Buyer will be covered by the collective bargaining agreement 
with the Buyer. Employees who are offered employment by the Buyer will have their 
employment at the Company terminated on the transfer date and will have no future 
rights under the Labor Agreement between the Company and the Union. The Labor 
Agreement must be interpreted to require no other result. 

A-70 
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II. The Company and Union have conducted bargaining regarding potential divestiture, 
sale or transfer of assets. 

A. As a condition of divestiture (e.g., sale, transfer or swap of assets as defined 
above), the Company will: 

1. Require the Buyer to offer equivalent employment to any Union 
employee whose job is eliminated as a result of the Buyer's acquisition 
or purchase, including employees absent from active service due to 
illness or leave of absence, whether paid or unpaid but excluding 
employees on long-term disability as of the closing date. (However, 
employees who are on "own occupation" long-term disability and 
return to work within one year of the transfer of ownership of the asset, 
will be offered employment by the Buyer.) In the event that not all jobs 
of employees in a bidding area are eliminated, the Company wil l 
initially solici t volunteers, with the most senior employees getting the 
fi rst opportunity to elect to stay at the Company or fill the vacant 
positions with the Buyer. If there are insufficient volunteers to fi ll all 
vacancies, the Buyer will offer the remaining positions to the least 
senior employees. 

2. Subject to paragraph II B, require the Buyer to recognize the Union as 
the collective bargaining agent for bargaining unit employees the 
Buyer employs, and assume provisions identical to provisions of the 
Labor Agreement applicable to those bargain ing unit employees. 

3. Subject to paragraph II B, require the Buyer to provide employees with 
fu ll credit for service with the Company, including retention of seniority 
under the provisions of the Labor Agreement. 

4. Require the Buyer to agree that, prior to the expiration of the Labor 
Agreement, should Buyer transfer, sell or divest to any other business 
entity (regardless of relationship to the Buyer) the corporate gas 
assets or operations formerly owned by the Company, the Buyer will 
require the third party to assume the conditions set forth in paragraphs 
II A 1-3. 

5. This Agreement satisfies any Company duty to bargain over the 
decision or effects of a transfer or sale of assets. 

6. If any regulatory agency requires the Company to offer severance or 
other benefits to affected employees, the employees may accept those 
benefits or the benefits provided under this Agreement, but not both. 

B. Employee Benefits 

The Company will require the Buyer to provide to affected bargaining unit 
employees' benefits that are substantially equivalent to the Company's 
benefits under the Labor Agreement. In doing so, the Buyer may use 
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different providers and establish new benefit plans or use its existing plans. 
There will be no duplication of coverage. Subject to items 1 through 5 below, 
the Buyer must recognize service with the Company for calculating eligibility, 
vesting, and benefits in any benefit plan, program, or fringe-benefit 
arrangement, provided it does not result in duplication of benefits. The Buyer 
can substitute a different benefit package if the Union agrees. 

1. With respect to the Cinergy Corp. Union Employees' Retirement 
Income Plan ("Pension Plan"), the Company will coordinate with the 
Buyer to enable the Buyer to provide employees no less than the 
pension benefit they would have received had they remained at the 
Company. The Company will require the Buyer to agree to credit all 
past service with the Company (subject to the Company's Pension 
Plan provisions) for eligibility for participation, vesting, early retirement 
subsidies, and benefit accrual service, provided it does not result in 
duplication of benefits. The Company will be responsible for its 
employees' benefits accrued through the date of closing. After the 
date of closing, the Buyer will be responsible for benefits accrued 
during the remainder of the Labor Agreement by its employees. The 
Buyer's plan may offset the benefit it pays by any benefit paid by the 
Company's plan. 

2. For purposes of medical and dental coverage, the Company will 
require the Buyer to waive all limitations regarding pre-existing­
condition exclusions, actively-at-work exclusions and waiting periods 
for employees who become employees of the Buyer. Further, for the 
calendar year in which closing occurs, all expenses incurred by 
bargaining unit employees that count towards any deductible or out-of­
pocket limit under the Company's health plans shall also count 
towards any deductible or out-of-pocket limit under the Buyer's health 
plans. 

3. The Buyer will be required to give affected bargaining unit employees 
full credit for all vacation, short-term disability, or FMLA benefits 
accrued but unused as of the transfer of ownership. 

4. With respect to the Duke Energy Retirement Savings Plan for Legacy 
Cinergy Union Employees (Midwest), the Buyer must establish a 
401 (k) plan or add bargaining unit employees to its existing 401 (k) 
plan provided that the employees' deferral options and employer 
match (except that matching contributions will not be made in Duke 
Energy stock) are no less favorable than those provided under the 
Company's plan. The Buyer must accept rollovers from other qualified 
plans. The Buyer may offer investment funds different than those 
offered under the Company's plan. Consistent with applicable law, 
employees hired by the Buyer will have the option of leaving their 
account balance in the Company's 401 (k) plan, rolling the amount into 
the Buyer's plan or an individual retirement account, or cashing in the 
account balance subject to any tax withholding and penalties. 
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5. Employees offered employment by any Buyer shall not be eligible for 
severance pay or any other termination benefits from the Company, 
unless required by law. 

C. Transfer of Assets 

Bargaining unit employees offered employment by the Buyer will cease to be 
employees of the Company upon the transfer of ownership of the assets and 
will have no further bidding, recall or other rights for positions in the 
Company. Upon transfer of ownership, the Company is relieved of 
obligations and liabilities under the Labor Agreement or otherwise to all 
affected bargaining unit employees or employees of the Buyer. 

D. Legal, Administrative or Legislative Proceedings 

The Union will support and it wi ll not oppose or in any way support or 
encourage opposition to the Company's position before regulatory or 
administrative agencies, in legislatures or in court, regarding any rate 
proceedings, plant or gas pipeline siting proceedings, mergers, acquisitions, 
divestitures or similar transactions announced or begun during the term of the 
Labor Agreement or the Company's effort to seek approval from any 
applicable regulatory agency for its recovery of stranded costs or asset swap 
or sale. In addition, the Union will support agreements (including settlements) 
between parties involved in the Company's stranded-cost determinations as 
reasonable and support the Company's position that the stranded costs it has 
identified are reasonable in amount and fully recoverable from customers. 
The Company will provide the Union as much timely information as is 
reasonably practicable about its regulatory and legislative proposals. The 
agreement set forth in this paragraph is not intended to limit legislative or 
regulatory actions on matters not reasonably related to the Company's 
restructuring and stranded-cost proposals. 

E. Notwithstanding any provision of this letter to the contrary, the Company will satisfy 
all of its obligations under Sections ll(A)(1 )-(5) and 11(8)(1 )-(4) of this Letter so long as it 
uses reasonable efforts to require the Buyer to provide the items described therein. 

Ill. Transition Assistance Plan 

A. The Company will offer certain benefits to employees who lose employment 
as a result of a divestiture (e.g., sale, transfer or swap of assets) that results 
in a loss of employment for employees not located at the asset that was 
divested. Employees offered employment with the new owner will not be 
eligible. These benefits are contingent on the employee signing a waiver of 
all claims and release of liability for the Company and affiliates and will 
include: 
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1. Severance Benefit. A lump sum cash benefit for eligible employees 
equal to two weeks' base pay for each full year of service. with a 
minimum of eight weeks' and a maximum of one hundred four weeks' 
pay per eligible employee. 

2. Deferred Pension Benefit. If over age 50 and would be eligible for 
unreduced pension benefits at age 55 (due to 85 points provision). 
may defer receipt of pension benefits until age 55 and receive 
unreduced pension benefits. 

3. Medical and Dental Benefit. Union employees who voluntarily sever 
may elect to continue insurance coverage for a period of one month 
for each year of service up to a maximum of 18 months by paying 
premiums applicable to active employees. Coverage for medical and 
dental benefits under the Company's welfare benefits program 
genera lly ends on the last day of the month in which employment with 
the Company ends. Eligible employees generally can continue health 
coverage (i) if they are eligible for post-retirement health benefits or (ii) 
for 18 months under the Federal Law "COBRA" by paying 102% of the 
full premium. 

4. Group Outplacement Assistance. 

5. Educational Expense Reimbursement. The Company will reimburse 
eligible employees for up to $2,600 for educational expenses that they 
incur within two years of the date they terminate employment with the 
Company. 

IV. Resolution of Disputes 

A. Resolution of Disputes Between the Company and the Union 

1. Any and all disputes between the Company and the Union regarding the 
Company's and the Union's interpretation or application of the terms of 
this Agreement shall be resolved exclusively through the grievance­
arbitration procedures set forth in Articles IX and X of the Labor 
Agreement. 

B. Resolution of Disputes Between Buyer and Union 

1 . Any and all disputes between the Buyer and the Union regarding the 
Buyer's and the Union's interpretation or application of the terms of this 
Agreement or regarding any other agreement between the Buyer and the 
Union, shall be resolved exclusively through whatever dispute resolution 
process and procedure to which the Buyer and the Union agree, if any. 

This Agreement satisfies any obligations to bargain over the decision or effects of utility 
industry restructuring or divestiture of assets. This Agreement is hereby incorporated into 
the Labor Agreement and is made a part hereof, Unless otherwise expressly agreed in 



Page 6 

KyPSC Case No. 2016-00321 
ST AFF-DR-01 -039(b) Attachment 

Page 77 of I 09 

writing by the Company and the Union, any extension or termination of the Labor 
Agreement also shall apply to the terms and provisions of this Agreement. 

Very truly yours, 

M.~ 
J~kj~lvaro 
Vice President 
Labor Relations 
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A Duke 
r#Energ_y,, 

DUKE ENERGY CORPORATION 
139 East FoUtth St. 
PO Box 960 
Cincinnati, OH 45201 ·0960 

August 1, 2007 

Mr. Dave Mclean 
Sub District 5 Director 
Mr. Tim Bray 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

RE: Retirement Plan and HRA Conversion Agreement 

Dear Gentlemen: 

During the 2007 contract negotiations, representatives of the Company and the 
USW and its Locals 12049 and 5541-06 (the "Union") discussed the Company's desire 
to migrate all employees to a common benefits program. The following outlines the 
agreement between the Company and the Union for providing the employees with 
options and protections for Retirement Plan participation and post-retirement health care 
benefit that will remain in effect beyond the 2007 - 2011 Contract. 

Traditional Retirement Program Frozen: 

Participation in the Cinergy Traditional Retirement Program will be frozen as of 
January 1, 2012 for certain employees. Active employees on January 1, 2012 who are 
younger than age 50 (as of December 31, 2011) and anyone who is older than 50 but 
has fewer than 25 years of service (as of December 31 , 2011 ), will automatically begin 
participating in the New Duke Retirement Program. 

Voluntary Conversion Opportunities: 

Active employees in the Traditional Retirement Program will be offered a voluntary 
window in 2007 to elect to remain in the Traditional Pension Program or elect the New 
Retirement Program. In 2011 , a second voluntary window will be offered only to those 
active employees who remain in the Traditional Program and who are age 50 with 
25 years or more of service as of December 31 , 2011 . 

Voluntary Conversion to the New Retirement Program: 

Part A Benefit (Part A) : The pension plan benefit 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 at retirement (not the 
date of conversion) . 

AND 
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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 
Duke Energy Retirement Cash Balance Plan. 

The Company matching contributions for the 401 (k) plan will be enhanced to 
mirror the Duke Energy 401 (k) 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-dollar match on the first 6% of eligible pay (this includes 
base, overtime and annual incentive pay). 

Employees will also begin participating in an annual incentive plan with greater 
award opportunities (up to 5%). 

With Mandatory Conversion to the New Retirement Program: 

1. Mandatory conversion will be effective January 1, 2012 for employees who 
are younger than 50 years old and anyone who is older than 50 but has 
fewer than 25 years of service. as of December 31, 2011 . Other terms 
applicable to the manaatory conversion are as follows: 

a. The final average monthly pay for retirement will be frozen at the time 
of conversion (no pay run up). 

b. Employees will have no choice between annuity and lump sum on 
Part A; only the current traditional program annuitant options will be 
available for Part A. 

c. Can still grow in to the 85 points. 

d. Employees will receive the enhanced 401 (k) and enhanced incentive 
pay as described above once they mandatorily convert. 

Employees Currently in the Cash Balance Plans: 

Employees who previously selected one of the Cinergy cash balance plans (Balance or 
Investor) will automatically transition to the New Retirement Program as soon as 
administratively possible, but no later than January 1, 2008, to include participation in a 
cash balance pension plan that mirrors the Duke Cash Balance Plan, an enhanced 
401(k) plan to mirror the Duke Energy 401(k) Plan and enhanced annual incentive plan, 
as described below. 

Annual Incentive Plan Summary Changes for those who elect or automatically 
move to the New Retirement Program: 

In conjunction with the New Retirement Program, all participants who volunteer 
or upon mandatory conversion to the New Retirement Program will be eligible for 
up to a 5% maximum (1 .25% minimum, 2.5% target, 5% maximum) annual 
incentive pay based solely on the Company's financial results (i.e., earnings per 
share, net income, etc.). 
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Annual Incentive Plan ·summary Changes for those who do not elect the New 
Retirement Program: 

Employees who elect to remain in the Cinergy Traditional Program, which 
provides benefits under the current final average pay formula, will not be eligible 
for the higher incentive payout, but will continue their eligibility for the current 
Cinergy 401 (k) Plan formula and will begin participating in an annual incentive 
plan, with a maximum· award of 2% (.5% minimum, 1% target, 2% maximum) 
based solely on the Company's financial results (i.e., earnings per share, net 
income, etc.). 

Post-Retirement Health Care Subsidy Discontinued: 

In 2007, the Company will offer employees enrolled in the Post-Retirement Health Care 
subsidy program a voluntary window to either stay in the current Post-Retirement 
subsidy program or to convert to the Post-Retirement Health Reimbursement Account 
(HRA) at $1 ,000Near of Service. In 2011, any employee Who is age 50 with 20 years or 
more of service as of December 31 , 2011 will be offered another voluntary choice to 
convert to the HRA. Effective January 1, 2012, any employees remaining in the subsidy 
program younger than 50 years old or age 50 with less than 20 years of service , as of 
December 31, 2011, will be automatically converted to the Post-Retirement HRA. 

The Retirement and HRA Conversion Agreement Survives the 2007-2011 Contract: 

The Company and the Union expressly understand and agreed that the Retirement 
Program and HRA conversion agreement shall continue in full force through 
January 1, 2012, surviving the termination of the 2007 - 2011 Contract, and shall 
continue in force through succeeding contracts, or in the absence of succeeding 
contracts, unless yhanged by mutual agreement of the parties. 

Very truly yours, 

-~ 
Alvaro 

ging Director 
Labor Relations 

cc: M. McAlpin, USW, Local 12049 
T. Caudill, USW, Local 5541-06 
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Staff Representative 
United Steelworkers 
Local Nos_ 12049 and 5541-06 
13 Triangle Park Drive 
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Cincinnati, Ohio 45246 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 
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LISA A GREGORY 
Director Labar Relations 

Du~e Energy 
EMMBO / 139 East rourth St. 
Cincinnati, OH 45202 

513-287-3934 

Re: Amendment to August 1. 2007 Sidebar Letter A-71 

Dear Gentlemen: 

During the 2011 contract negotiations, the Company and the Union discussed post­
retirement health care. As a result of those discussions, the parties agreed to amend the 
Sidebar Letter A-71 dated August 1, 2007 entitled, "Retirement Plan and HRA Conversion 
Agreement." 

Specifically, in consideration of the Union's agreement to modify Article VIII, Section 14(d) 
of the Contract to eliminate the post-retirement HRA Option for employees hired on or after 
January 1, 2012, the Company has agreed to amend the section titled "Post-Retirement 
Health Care Subsidy Discontinued" on page three of the August 1, 2007 letter effective as 
of the date of this letter, such that: 

(i) Employees hired prior to January 1, 2006 will be offered a voluntary choice in 2011 
to convert to an HRA if they are not already in the HRA Program, regardless of the 
employees' age or years of service (i.e., the provision requiring that an employee 
has attained age 50 with at least 20 years of service as of December 31 , 2011 in 
order to participate in the second voluntary window has been deleted); and 

(ii) Employees who choose to remain in the Traditional Program will not be forced into 
the HRA Program by the Company during the term of this Contract (i.e., the 
provision requiring that employees remaining in the subsidy program who have not 

A-71a 
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attained age 50 with at least 20 years of service as of December 31 , 2011 will be 
automatically converted to the Post-Retirement HRA has been deleted). 

Except as provided above, the August 1, 2007 Sidebar Letter A-71 shall remain in full force 
and effect through the 2011-2016 Contract, and continue in force in any succeeding 
contracts unless changed by mutual agreement of the parties. 

Very truly yours, 

'hM Q. /JN. Gtviu,1 
Lisa A. Gregory U V 
Director Labor Relations 
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August 1. 2007 

Mr. Dave Mclean 
Sub District 5 Director 
Mr. Tim Bray 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

RE: Discontinue Automatic Progression 

Dear Gentlemen: 
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DUKE ENERGY CORPORATION 
I 39 East Fourth SL 
PO Box 960 
Cincinnati, OH 45201·0960 

During the 2007 contract negotiations, representatives of the Company and the USW and its 
Locals 12049 and 5541-06 (the "Union") discussed the discontinuation of the automatic 
progression agreement for employees in the Meter Specialist, Mechanic Operator, Gas Systems 
Operations, Service Mechanic and Gas Plant Operator job progressions. 

As agreed, all employees in a job classification within the Meter Specialist, Mechanic Operator, 
Gas Systems Operations, Service Mechanic or Gas Plant Operator job progression on 
May 14, 2007 shall be grandfathered for the automatic progression promotional agreement for 
the job classifications of Service Mechanic A, Meter Specialist I, Mechanic Operator l , Gas 
Systems Operations Mechanic I and Gas Plant Operator I within those direct promotional 
sequences in the future. In addition, employees in the job classifications of DNP Worker or 
Mechanic Ill and are members of the bargaining unit on May 14, 2007 shall also be 
grandfathered for the automatic progression, but only to the Service Mechanic 8 , Meter 
Specialist II, Mechanic Operator II, Gas Systems Operations Mechanic ti and Gas Plant 
Operator II job classifications in each of t~e above referenced direct promotional job sequences. 

Employees who are newly hired into the bargaining unit on or after May 15, 2007, shall not be 
eligible for the automatic progression. 

Very truly yours, 

-L 
Alvaro 
ing Director 

Labor Relations 

cc: M. McAlpin, USW, Local 12049 
T. Caudill. USW, Local 5541-06 
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Re: Benefit Claims Disputes 

Dear Mr. McLean: 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box960 
Cin~ttd>JJ. -tszoi:-0960 

CINERGY. 
·cG&E 

During the benefits opener discussions for 2005, representatives of the Company 
and United Steelworkers of America and its Locals 12049 and 5541-06 (the "Union") 
discussed the process for employees to resolve disputes over claims or application of 
welfare and pension plan benefits. 

With res·peCt to any claim or dispute .. fovolving die application or interpretation of 
any employee welfare or pension plan, initially the employee and the Un.iaILwill make a 
good faith et.fort to resolve those disputes in aC'?Ordance with the terms and procedures 
set forth in the relevant plan document. Additionally, it is understood that, 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 plan 
documents will be modified to reflect changes agreed to during collective bargaining. 

Disputes over any ottne benefits provided in the Voluntary Benefits Program will 
· not be subject to the grievance procedure. 

Cc: M. McAlpin 
T. Caudill 

Sincerely, 

~~ 
General Manager 
Labor Relations 
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June 3, 2011 

Mr. Ronnie Wardrup 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 

RE: Clothing Allowance 

Dear Gentlemen: 
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U SA A GREGORY 
Director Labor RelaUons 

Duke Energy 
EMMBO 1139 East Fourth St. 
Cincinnati, OH 45202 

513-287-3934 

During the 2011 contract negotiations, representatives of the Company and the USW and its 
Locals 12049 and 5541-06 (the "Union") discussed the clothing allowance for eligible employees 
in Gas Operations and the Gas Measurement Center. 

The Company agreed that effective January 1, 2012 and for the remainder of the 2011 - 2016 
Contract, those employees not eligible for the Power Delivery "FR" clothing allowance, will be 
eligible to receive an annual clothing allowance of $275.00. 

It is the Company's expectation that this clothing allowance will provide employees with Duke 
l::nergy identified clothing to be worn daily on the job. Employees must continue to be in 
compliance with established appearance guidelines and dress policies. 

Very truly yours, 

Lis~~g~ JN~'(} 
Director, Labor Relations 

A-75 
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Mr. Mike McAlpin 
President 
local Union 12049 
United Steelworkers of America 
Monfort Heights Headquarters 

Mr. Tim Caudill 
President 
local Union 5541-06 
United Steelworkers of America 
Todhunter Headquarters. 

Re: Post-Retirement Medical Benefits 

Dear Mr. Gentlemen: 
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Cinergy Corp. 
139 East Fourth Stteet 
P.O.Box960 
Clndnnati, OH 45201-0960 

CINERGY. 
CG&E 

During the benefits opener discussion In 2005, representatives . of the Company and the 
United Steelworkers of America and the Locals 12049 and 6541-06 ("'the Union·) discussed 
post-retirement heal~re benefits, Including prpvfdlng the Union members a post­
retirement heatth reimbursement accou11t rH~i ~on .(ttle •HRA Option•). As a result of 
these discussions the .. parties agreed to the ~t..retirement Healthcare benefits set forth below. · · · -· ---· .... .. ... ... .. 

I. OVERYfew OF HM o~q~ --· 
All current, full:-tlme emptOyees reprdsl!tited by·USWA. Local 12049 and Local 5541-
06 will be able to make ·a Qne..Ume 'Cholee during one of two windows between 
continuing In the current tradltfonal post:f8tlrement medical option ·(the ·"Traditional 
Option; or electing to participate In . the new HRA Option described below. 
Employees win be required to make this election by a specified election date In 2005 
or 2006. (Notwithstanding the foregoing, employees currently receiving lon(J-tenn 
disability benefits or pn a mRltary leave ofabsence, will make this election when they 
return to active, fuffatime status. lf'they do not return to active, full-time status, they 
Will default to the Traditional Option.) All employees hired or rehired on or after 
January 1, 2006 will participate in the HRA Option. Each employee who elects to 
participate In the HRA Opticin, an(I each employee hired on.or after January 1, 2006, 
will be referred to as a •HRA Participant'" herein. 

Under the T~ Option, eligtble retirees (those who retire after attaining age 50 
with flve (5) years of Service; as defined In the ~lcable P~sion Plan) are 
provided access to group m9dic:at coverage and a premium subskfy that varfes 
based upon ·the retiree!' servtce and dassfficatlon (see detail regarding the subsk:ly 
levels attaChed hereto as Attaclvnent A). · · 
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Subject to any collective bargaining obligation, the Company reserves the right to 
amend, modify or t~inate the Traditional Option and/or the HRA Option at any 
time. However, amounts already credited to a HRA Partfcipanfs account will not be 
reduoed by amendment, except to the extent necessary or appropriate to comply 
with changes in the law •. 

, . The benefit under the HRA Opti~ Is based on a bookkeeping acocn.mt that can grow 
Hke a savings account with service and interest aecllts as desaibedt.-below. An 
employee who elects the HRA Option wHI start with an opening balance that Is equal 
to 1/12th of-.$1,000 for each prior calendar month In which the HRA Participant 
worked at least one day for the Company. In the future, the Company will credit 
ell~le HRA Participants with an additional 1/12th of ·s1,ooo for each calendar 
month In which the HRA Participant works at least one day for the Company. The 
Company win.also aedlt each eligible HRA Participant's bookkeeping account with 
an annual interest credit. Interest Will . be aedlted at the same interest rate as the 
cash balance updates as determined in August of each year, except that for the term 
of the current labor agreement, the interest rate will not be less than 3.5%: for 2005, 
the rate is 5.06%. Except as discussed below; only HRA Participants who are 
active, fUJl-tlme· employees and wori< at least one day In the month are eligible for the 
monthly service aediL Like r~~~ In th~ T~dltional OpUon,. HRA Participants will 
ha\le access to group medlcal coverage only if they retire after attaining age 50 with 
fiv~ . (5) years of Service (as defined in the applicable Pensio~ Plan), however. there 
will be :~o.subsldy~ ~lease note the following ·regarding the HRA Of>tion: 

a.. If a HRA Partlapant retires after attaining ~~e 50 with five (5) ye~ Of Service 
(as defined in the applicable Pension Plan), the amounts credited to the 
HRAs generatly can be used for the qualified. medical expenses, as defined In 
Section 213(d) of the Internal Revenue Code. of the retiree and the retiree's 
spouse and eligible dependents See IRS publication 502 (Attachment B} for 
examples of qualified medical expenses. To the extent permitted by 

·applicable law and 3'l J~ otherwise practl~ble, the HAA option is-intended· to 
provide·a·tax.;.free benefit Due to future law changes, however, there can be 
no assurance. of_ favorable tax treatment. .. · 

b. Except as provided bel0w, If the emr)loyment of a HRA Participant tennlnates 
prior to attaining age 50 wfth five (5) years of Service (as defined under the 
applicable Pension Plan), the HRA Participant forfeits all amounts credited to 
the HRA Account 

c. If a HRA Participant dies while actively employed prior to attaining age 50 
wtth five (5} years of service (as defined in the applicable Pension Plan), the 
HRA Participant forfeits an amounts credited to the HRA Account 

d. If a HRA Participant dies whUe actively employed after attaining age 50 wi1h 
flve (5) years of Service, his/her spouse and eligible dependents will be 
entftted to use amounts credited to the HRA to pay qualified medical 
expenses immediately. 
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e. In the event of disability or leave, the Company will continue monthly service 
·a-edits for the first 12 months. The Company will continue interest aedlts 
while the HRA Participant is disabled or on leave (and prior to recovery or 
retirement). For HRA Participants on a military leave. savice credits and 
Interest credits will continue for the full qualified leave pertod. 

f. If the employment- of a HRA Participant is Involuntarily terminated in 
connection with an involuntary reductloli in force and such termination Is in no 
way related to performance deficiencies, the HRA P.articipant will be eHgible 
to maintain htslher HRA balance as of tennination. The HRA Participant wlll 
be able ·to use amounts held In his/her HRA Account immediately following 
the termination. 

g. For the term of the current Collective Bargaining Agreement, the Company 
will agree not to amend, modify or terminate retiree health care benefits for 
any active employees oo~erecl by the CSA. Amounts credlte.d to a HRA 
Participant's account will not be reduced by amendment, except to the extent 
necessary or appropriate to comply with changes In the ·law. 

II. QUESTIONS 

Set forth .below are responses to some of the questions regarding the HRA Option 
raised In previous meetings. 

1. Wiii the Company offer choice to all USWA employees? 

A: Yes. The Company will allow all current, full-time employees to elect to 
stay In the Traditional Option or switch to the HRA Option. After 
January 1, 2006, new hires and rehires will automatically parUcfpate In 
the HRA Option. 

2. . Wiii an employee be able to elect the HRA Option upon retirement? 

A:. No. Employees will be able to make a one-time election In 2005 or 
2006. Current employees will have one affinnatlve choice during one of two 
open windows, the first In 2005 with the choice to be effective 1/1/06 or one In 
2006tobeeffective1/1/07. 

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

A:. Money may be withdrawn from the HRA account only for paying 
qualified medical expenses. The account will not be paid out In cash. 
Favorable tax treatment Is available for a HRA only ff the HRA 
reimburses medical expenses as defined in Section 213(d) of the 
Internal Revenue Code. As stated below from IRS Notice 200245, 
any right to receive cash will_ disqualify the HRA from 
receiving favorable tax treatment. 
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•An HRA does not qualify for the exclusion under § 105(b) if any 
person has the right to receive cash or any other taxable or non­
taxable benefit under the arrangement other than the reimbursement 
of medical care expenses. If any person has such _.a right under an 
arrangement currently or for any future year, all disbibutions to all 
persons made from the arrangement" ·1n the current tax year are 
Included In goss income, even amounts paid to reimburse medical 
care expe~es. For example, if an arrangement pays a death benefit 
without regard to medical care expenses, no amounts paid under the 
arrangement to any person are reimbursements for medical care 
expenses excluded under§ 105(b) ... Arrangements formally outside 
the HRA that provide for the adjustment of an employee's 
compensation or an employee's receipt of any other benefit wfll be 
considered In determining whether the-arrangement is an HRA and 
Whether the benefits are ellglble for the exclusions u~er §§ 106 and 
105(b). If, for example, In the year an employee retires, the employee 
receives a bonus and the amount of the bonus Is related to that 
employee's maximum reimbursement amount remaining In an HRA at 
the time of retirement, nq amounts paid under the arra~gement are 
reimbursements for medical care expenses for purposes of § 
105{b) •. : 

Wh8t happens to the HRA balance upon disablllty or extended ieave 
from the Company? · 

A: See Section l(e}. 

5. What happens ·to the HRA balance In the event of a tennination of 
employment? 

A: See 8eclion I. 

&. What happens to the HRA balance If I dle while actively employed? 

A:. See Sections l(c) and l(d). Currently, the spouse and ellglble 
dependents of an employee who dies whRe actively employed with 
Cinergy can elect to become covered under the non-union medical 
plan and receive subsidized coverage at the active employee rate until 
death or a disqualifying event (for the spouse, this would Include, but 
not be llmlted to, remarrying or becoming Medicare ellglble; for an 
eligible dependent. It would ·Include, but not be Rmlted to, ceasing to 
quallfy as an eligible dependent due to age). 

1. Will the Company contributions be Indexed In future year:s (e.g., indexed 
to the tntnd llne for health care costs)? 
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A: No. At 1his time, we do not plan to align our selVlce credit or interest 
credit to any Index. However, the Company will continue to evaluate 
Its crediting levels. Subject to any collective bargaining obligations, 
the Company reserves the right to .make adjustments, including 
increasing, deaeaslng or dtaoontlnulng credits unllateraUy. 

8. Wiii the opening HRA balances be calculated with retroactive interest 
' crediting? 

A:. No. Mak1ng retroactive Interest credltS would t>e cost pi-ohlbitive from 
the Company's perspective. · 

9. What are other· companies doing with regards to post-retirement 
healthcare? 

A: See Hewitt survey (Attachment C) (51% of survey respondents have a 
unionized workforce). · 

1 O. How can HRA Participants use amounts credited to the HRA? 

A: Money credited to a HRA can be used to reimburse the HRA 
Participant for: medlcal expenses as defined In Section 213(d) of the 
Internal Revenue Code. See IRS publication 502 for examples of 
qualified medical expenses. 

11. Who wlll administer the HRA account balances? 

A: Hewitt Associates will track the HRA credits while HRA Participants 
are actively employed. The Company Is reviewing proposals from 
third party administrators for post-retirement administration, but this 
will likely be Hewitt Associates. 

12. Wlll1h'e-HRAs be protectwd/guan111tead? 

A: The benefit under the HRA option is based on a b90kkeeping account 
and Is not funded like a 401 (k) plan. See Section I regarding the 
Company's ability to amend. 

13. If the Compaily decides to eliminate the Traditional Option at a later 
date, would employees be allowed to get In the HRA? 

A:. The Company perfodically evaluates its benefit programs and would 
detennine the! appropriate course of adion at that time. 

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

k See Section I. 
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15. If two Cinergy employees are married, can they make different elections 
with respect to the HRA Option? 

A:. Yes, one could etect to remain In the Traditional Option, and the other 
could elect the HRA Opti~; If they remain married during retirement 
and so elect. they would receive subsidized ooverage under the 
Traditional Option and have access to amounts aedited to the HRA on 
behalf of the other spouse.· Regardless, the elections are independent 
of each other. 

~ .. .. 
Please note that the explanation set forth above merety summartzes the basic elements of 
the HRA Option; The Company has fully docuniented the Health Reimbursement Account 
Program In the •Cinergy Corp. Post-Retirement Health Reimbursement Acoount Program• 
which governs the terms of the Plan as adopted by the Company. 

cc: T. Verhagen 
P. GlbsOn 
K Feld 
c. Riggs 

Vert truly yours, 

~~ John E. ;~ley 
General Manager 
Labor Relations 
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Current Post-Retirement Health Care Option 

Employees hired before January 1. 2006, who elect the subsidy option and wh~ retire from the 
company on or after age 50 with .at least five years of service, may be entitled to a post­
retirement health care subsidy from the company dependent on their years of service at 
retirement. 

Subsidy Schedule: 

Service at Retirement (Pre-65 only) 

30+ 50% 
29 45% 
28 40% 
27 '35% 
26 30% 
25 ·. 25% 
24 20% 
23 1ti% 
22 10% 
21 . 5% 
20 0% 
19 0% 
18 0% . 
17 0% 
16 0% 
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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Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

Mr. Steve Bowermaster 
President 
Local 5541 -06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local12049 
United Steelworkers 
Monfort Heights Headquarters 

RE: Special Union Wide Lump Sum Opportunity 

Dear Gentlemen: 
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USA A GREGORY 
Director Labor Relations 

Duke Energy 
EMMBO 1139 East Fourth Si. 
Cincinnati. OH 45202 

513·287-3934 

During the 2011 contract negotiations, the parties discussed a special union wide lump sum 
opportunity. It was agreed that employees will be eligible for a 0.5% lump sum bonus based on 
achieving the Accelerated Main Replacement Program (AMRP) expenditure target established 
each year by the Company for 2012, 2013, and 2014, with the payout to be issued in the 
following calendar year. 

The opportunity for this payout begins in 2013 for 2012 calendar year performance, continues in 
2014 for 2013 calendar year performance, and concludes in 2015 for 2014 calendar year 
performance. The Company will determine any appropriate payout for each year. The payout 
amount will be calculated based on all straight time and overtime earnings for the applicable 
year, and will be paid as a lump sum, less applicable taxes. 

Very truly yours, 

us~e~~ Jiv5(} 
Director, Labor Relations 
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Mr. Ronnie Wardrup 
Staff Representative 
United Steelworkers 
Local Nos. 12049 and 5541-06 
13 Triangle Park Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 

Re: Health Care Security 

Dear Gentlemen: 
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Duke Energy Corporation 
139 East Fourth St. 
Cincinnati, 011 45202 

During the 2011 contract negotiations, representatives of the Company and the USW and 
its Locals 12049 and 5541-06 (the "Union") discussed the issue of health care security for 
bargaining unit employees. 

As a result of those discussions, the Company understands the Union's concerns over 
health care uncertainty, particularly given recent health care reform legislation and the 
potential impact of the Company's planned merger with Progress Energy. In turn , it is 
hoped that the Union recognizes the high value that the Company places on safety, 
wellness, and the overall well-being of all employees. We are making investments in 
educating and engaging our employees in improving and managing their health. The Union 
should be assured that providing quality health care coverage options for all employees 
aligns with our health and wellness strategy and promotes safety in the workplace. In 
addition to its value to safety and wellness, health care coverage also adds great value to 
our recruitment and retention of high quality. employees. 

Assuming the merger is completed with Progress Energy later this year, the combined 
company is expected to have more than 25,000 employees across the country. As a 
Fortune 500 company and the soon-to-be largest investor-owned utility in the United States, 

A-78 
www.duke-energy.com 



KyPSC Case No. 2016-00321 
STAFF-DR-01-039(b) Attachment 

Page 95 of I 09 

the Company takes its responsibilities to its employees and their families very seriously. 
Given the level of importance of health care to the Company's priorities and brand, the 
Company intends to ensure that employees have access to comprehensive healthcare 
coverage options now and in the future. 

The Company also plans to continue its annual review of health care options to determine if 
any revisions are appropriate given our demographics, legislative and regulatory 
developments, and any changes in the marketplace. Any material changes determined by 
the Company will be planned to take effect on January 1 of a calendar year. The Company 
recognizes that it would be administratively burdensome to increase the frequency of such 
reviews, and the Company has no current plans to make material changes to health care 
coverage options or benefit levels that are effective other than on January 1 of a calendar 
year. 

It is unlikely that the Company would feel compelled to completely discontinue offering 
company-sponsored health care coverage options under the current laws. Because the 
impact of the planned government-sponsored health care exchanges and other possible 
legal developments are unknown at this time, in the unlikely event that the Company's 
current intent changes regarding the discontinuation of all company-sponsored health care 
coverage, the Company will notify the Union in advance and bargain over the complete 
elimination of company-sponsored health care coverage, even though the company­
sponsored coverage likely would be replaced by government-sponsored coverage or USW­
sponsored coverage. In that event, if the Union believes that the USW-sponsored plans are 
more competitive or would offer greater benefits desired by the membership, the Company 
would be willing to negotiate with the Union over a potential move for USW members to the 
USW-sponsored plans. The Company also will notify the Union in advance in the unlikely 
event that the Company changes its current intent to make material changes to health care 
coverage options effective on a date other than January 1 of a calendar year so that the 
parties can discuss the issue and any concerns. Again, the Company views health care 
coverage as vital to the success of its business due to its impact on safety, wellness, 
recruitment, retention, our image and reputation, and the overall well-being of our 
employees and their families. 

The Company understands the Union's concerns with respect to health care coverage for 
its members. This letter shall apply.for the duration of the 2011 - 2016 collective bargaining 
agreement between the Company and the Union. It is the intent of this letter to 
demonstrate the Company's willingness to consider and discuss those concerns. 

Very truly yours, 

J~I~ 
Vice President, Labor Relations 
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June 3, 2011 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 

Re: Disconnect Non-Pay Worker and 
Bidding and Progression Rights 

Dear Gentlemen: 
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LISA A GREGORY 
Director Labor Relations 

Duke Energy 
EMMBO 1 139 East Fourth St. 
Cincinnati, OH 45202 

513-287 .3934 

During the 2011 - 2016 Contract negotiations, representatives of the Company and 
United Steelworkers and its Locals 12049 and 5541-06 (the Union) discussed the 
progression opportunities for Disconnect Non-Pay (DNP) Workers resulting from the 
revised downbid and hiring processes. This letter replaces the bidding rights for DNP 
Workers noted in the "Disconnect Non-pay, Succession and Special Meter Reads 
Agreement" letter dated May 14, 2003. 

Both the Company and Union agree to eliminate the direct bidding rights from the DNP 
Worker job classification to the Mechanic Ill job classification. However, the existing 
DNP Workers, as listed below, will have one final opportunity to exercise their direct 
bidding rights to the Mechanic Ill job classification before those rights are eliminated 
pursuant to this Letter. If a Mechanic Ill position is posted and any DNP Worker fails to 
bid or otherwise declines the opportunity, that person will forfeit their future direct 
bidding rights into the Mechanic Ill job classification pursuant to the terms of this Letter. 

In addition, the existing DNP Workers listed below will voluntarily give up their direct 
bidding rights to the Mechanic Ill job classification if they promote to another position. 
New employees hired or transferred to the DNP Worker job classification after the date 
of this Letter will not have direct bidding rights from the DNP Worker to the Mechanic Ill 
classification. 

The team of management and Union leaders is to be commended for their commitment 
to meeting the present day business needs in a competitive manner. It is expected that 
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all parties will benefrt by this plan enabling Gas Operations to achieve consistency and 
flexibility in managing the business needs. 

Very truly yours, 

Lis~?~ J.N~u 
Director, Labor Relations 

Current DNP Workers: 

LOCAL 12049 

030413 Ward,Michael W 

096039 Moore,Ryan C 

274768 Danzinger,Joshua W 

028402 Gonnan,Craig Robert 

031496 Wayman,Joshua A 

274773 f a.ce,Nathan K. 

032448 Schul~Anthony Scott 

032603 Day.Enoch William 

027860 Town.Timothy Michael 

; 279025 Ke!Jnemore,Charles E 

LOCAL 5541-06 

097375 McKenzie,~ean M 

279056 Bezold1Curtis A 
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May 14, 2003 

Mr. Tim Caudill 
President 
Local 5541-06 
United Steelworkers of America 
Todhunter Headquarters 

'Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers of America 
Monfort" Heights Headquarters 

Re: Disconnect Non-pay, Succession 
And Special Meter Reads Agreement 

Dear Gentlemen; 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box 960 
Cincinnati, OH 45201·0960 

CINERGY. 
CG&E 

This letter documents our discussions and agreements related to disconnect non-pay 
(DNP) field credit activity and succession and special meter reading wor.k. 

In August 2002, the Company met with the leadership of each of the CG&E affiliated 
local unions to discuss the need to significantly increase the number of completed 
DNP's and to complete all succession/special meter reads at a competitive cost. As a 
result of those discussions, a team was formed, which included the leadership from 
t;iach union and management representatives, to evaluate the business case for 
implementing necessary flexibilities and cost control measures to perform the identified 
work at a competitive cost. The team was charged with reaching a consensus on a plan 
to achiev.e the desired results. 

It was recognized that residual union jurisdictional 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 functions. Since August of 2002, 
the joint union and management team has worked together on a regular basis to 
achieve compromise for the implementation of the following competitive alternatives to 
outsourcing these job functions. Pending agreement with the leadership of the four 
local unions involved in the discussions, the Company will implement the changes 
described below. 

The Company will form a new centrally managed work group for the specific purpose of 
performing the ONP fieldwork. The Company will initially staff the new DNP work group 
with 8 employees in a newly created entry-level job classification of DNP Worker (see 
attached job description) to be represented by the USWA. Five of those positions are to 
be represented by Local 12049 and three are to be represented by Local 5541-06. Also 
included in the new work group will be 1 O exi~ting employees represented by the UWUA 
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currently performing DNP work and eight employees in an entry-level job classification 
similar to the new USWA classification to be represented by the !BEW. Local 1347. For 
union representation purposes, if any .of the aforementioned employees, including thos~ 
represented by the UWUA. vacate their position and the Company decides to backfill 
the position{s), rt will be filled as an entry level DNP Worker represented by the USWA 
or the referenced entry level j()b classification represented by the IBEW, in an attempt to 
maintain the relative equality. 

The new DNP Worker 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 initially establish the minimum/hiring wage rate for that job at $12.00 per hour, but 
reserves its unilateral right to revise the minimum/hiring rate at any time. Employees in 
the DNP Worker job classification will be eligible for $0.50 merit increases every six 
months, up to the maximum rate of the job. 

In addition to other lower skilled work. both USWA and IBEW employees in the DNP 
work group will be responsible for reading and carrying out .all DNP field credit work 
associated with residential gas meters and all types of single phase, self contained 
demand and non-demand electric meters. Those employees will also be expected to 
reconnect electric services on those meters in a limited capacity. What is intended for 
the reconnect activities of these employees in this work group is the ability to 
immediately restore electric service to customers they have just disconnected for non­
payment, if the customer reconciles their disconnect status with the Company while that 
DNP Worker is still essentially at that location. All other reconnect work would continue 
to be performed by employees in the combination work force in Service Delivery. 

The DNP Workers wilf have direct bidding rights to the Premise Mechanic job 
classification and will be considered for job openings in the Mechanic Ill job 
classlfication before a Job Available Notice is posted company wide for filling that job. 
Likewise, employees in the Mechanic Ill job classification will be considered for 
openings in the DNP Worker job classification prior to a Job Available Notice being 
posted company wide. In the event that a DNP Worker is selected for a Mechanic Ill 
position and their current hourly wage rate exceeds the maximum wage of the new 
position, their wage rate will be red circled until such time as the maximurr:i wage rate of 
the new job classification is equal to or exceeds their red-circled rate. 

In connection with this agreement, it was agreed that the negotiated downbidding 
opportunities into Service Delivery for all employees would be to the Premise Mechanic 
job classificatlon. After implementation of the change in the downbid letter, it was 
agreed that the red circle opportunity would apply to one additional employee down bid, 
within each local, regardless of the employee's years of service, if the downbid occurs 
during the 2002-2007 Contract, All other provisions of that negotiated agreement would 
remain in effect. However, the Company agreed that, prior to this change, it would first 
fill 6 new Seivice Mechanic "B" job openings. It was also agreed that employe·es would 
not exceed 5 years in the Premise MechaniG job classification without an opportunity to 
promote to the Service Mechanic ''B" job classification. 

2 
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The Union was also assured that this agreement does not impact the 2:1 ratio between 
USWA and IBEW represented employees within the combination work force in Service 
Delivery. 

Also in connectiofl with the implementation of this business plan is the understanding 
that employees represented by the UWUA will primarily, but not exclusively, perform all 
succession and special meter reading duties. 

This agreement is made between the parties without prejudice to the position of either 
party regarding the jurisdiction. assignment and contracting of work. However, the 
Union agrees th~t no grievances will be filed or pursued relating to the assignment of 
work as described above, for the duration of this agreement. To the extent that the 
Company has retained its rights with regard to making future changes to this, or any 
other work processes in the future, the Union retains its right to grieve in the event that 
management implements changes to the above-described terms for achieving the DNP, 
succession and special meter reading work. In this context, however, it is also 
understood that slight modifications to this overall business plan may be made, as long 
as the plan's basic design remains in effect. 

The team of management and union leaders is commended for their commitment to 
meeting the present day business needs in a competitive manner. 11 is expected that all 
parties will benefit by this plan for achieving this work with company employees. Please 
sign where indicated below to indicate the Union's agreement to the above terms. 

For the Company: 

-a;LA 
Todd Arnold 
V.P .. Customer 
Contact Services 

Patrici . Walker 
V.P ... ing & 
Metering Services 

Cc: J. O'Conner 
J. Polley 

d'I~ 
Date 

~ 
Date 

3 

For the Union: 

Tim Caudill 
President 
Local 5541-06, USWA 

Mike McAlpin 
President 
Local 12049, USWA 

Date 

5lo-o3 
Date 
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The Union was also assured that this agreement does not impact the 2:1 ratio between 
USWA and IBEW represented employees within the combination work force in Service 
Delivery. 

Also in connection with the implementation of this business plan is the understanding 
that employees represented by the UWUA will primarily, but not exclusively, perform all 
succession and special nieter reading duties. 

This agreement is made between the parties without prejudice to the position of either 
party regarding the jurisdiction, assignment and contracting of work. However, the 
Union agrees that no grievances will be filed or pursued relating to the assignment of 
work as described above, for the duration of this agreement. To the extent that the 
Company has retained its rights with regard to making future changes to this, or any 
other work processes in the future, the Union retains its right to grieve in the event that 
management implements changes to the above-described terms for achieving the DNP. 
succession and special meter reading work. In this context, however, it is also 
understood that slight modifications to this overall business plan may be made, as long 
as the plan's basic design remains in effect. 

The team of management and union leaders is commended for their commitment to 
meeting the present day business needs In a competitive manner. It is expected that all 
parties will benefit by this plan for achieving this work with company employees. Please 
sign where indicated below to indicate the Union's agreement to the above terms. 

For the Company: 

7i!!mµ 
V.P., Customer 
Contact Services 

(b.i.A~liUL 
Patricia K. Wlker 
V.P., Billing & 
Metering Services 

Cc: J. O'Conner 
J. Polley 

t;/1..J t,., 
~ 

3 

For the Union: 

,.,f ~ f-/J-o _!:, 
~udill Date 

President 
Local 5541-06, USWA 

Mike McAlpin 
President 
Local 12049, USWA 

Date 
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(New- May 14, 2003) 
<BILLING & METERTNG SBRYICES 
DEPAR™-ENT) 

CLASSIFICATION: DNPWORKER 

A. DUTIES: 

Under general direclive supervision, handles customer credil problem.~ for the service area by personal contact at the 
customer's residence. Enters and retrieves data using a computer; handles all cusr-0mer credit problems in a warm, 
friendly, conscientious, tactful and firm manner to promote th.e highesl possible degree of customer and Company 
satisfaction. 

Occasionally in unsanitary or hazardous loca tioM pcrfonns such duties as: 

I. Perfonning routine work assignments in accordance with departmental instructions, pwcedures and 
standards in a manner, which properly safegL1ards the public, employees, and property of others and the 
Company. 

2. Disconnecting and recoru1ecting for non-pay orders all types of single pMse, self-contained demand and 
non-demand electric meters 

3. D isconnccting gas meters for non-pa }~ncnt. 

4. Accurately reading gas and electric me!ers. 

5. 

6. 

7. 

8. 

9. 

Receiving payments such as deposits, reconnection charges, outstanding bills, and field connection charges 
on the residential customer's premise. Accounting for such payments, prepariJ1g bank deposit slips and 
providing customer receipts. 

Being responsible for and u~ing customer keys on all types of residential disconnect orders; including 
entering all single-family residences alone. 

Performing work in !he Measurement Center of the lesser skilled type, such as handling, stripping, 
disassembling, nnd cleaning meters and regulators. 

Fabricating residential meter and regulalor assemblies, up to and including 425 meters. 

Locating, cleaning, raising, lowering, replacing lid, or other parts of curb box; verifying service stopcock for 
accessibility. 

I 0. Preparing records, sucl1 as daily time reports. 

11. Instructing other employees in this or less skilled classifications to properly and safely perform their dulies. 

12. Perfonuing other similar or less skilled work, as assigned. 

B. QUALIF1CA TIONS: 

Must meet the Company's requirements as to GENERAL QUALIFICATIONS; and, in addition: 

1. Must meet the required pre-employment test standards for this job classification. 
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New- May 14, 2003) 
<BILLING & METERING SER VICES 
DEPARTMENT) 

65831 

CLASSIFICATION: DNPWORK.ER 

D. OUALl.FlCATIONS: <continued) 

2 . Must demonstrate the ability to perform the duties of this job through the medium of tests designed for 
measuring individual qualifications. 

3. Must have a valid driver's license, be capable of cl!iving pick-up trucks, utility vans and passenger vehicles 
and pas~ the Company's driver examination. 

4 . Must be able to write and print legibly. 

5. Must be willing to participate in Company training programs. 

6. Must be able to read street maps and travel to dispatched locations. 

7 . Must have the physical stature and stamina to operate power driven hand tools; excavute and shovel earth, 
b:ickfill mntcrials, etc.; lift h.eavy constn1ction objects, etc. 

8. l\fost be capabk of lifting, erecting and working from a 24-foot extension ladder. 

9. Must have a keen sense of smell aud adequate hearing. 

l 0. Must possess tact and a suitable personality for customer contact 

I I. Must be capable of utilizing a telephone and mobile radio. 

12. Must be capable of correctly and accurately using measuring devices, such as: tape lines, nilers, pipe 
calipers, etc. 

13. Musi be capable o f utiliz ing and evaluating results from electronic equipment. 

14. Must be capable and willing to render first aid, artificial resuscitation, etc. 

15. Must be capable and willing to wear and use protective clothing and equipment. 
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Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local12049 
United Steelworkers 
Monfort Heights Headquarters 
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LISA A GREGORY 
Director Labor Relations 

Duke Energy 
£MM80 I 139 East Fourth Sr. 
Cincinnati. OH 45202 

513-287-3934 

Re: Gas Operations Promotional Sequences and New Position 

Dear Gentlemen: 

During the 2011 - 2016 Contract negotiations, representatives of the Company and 
United Steelworkers and its Locals 12049 and 5541-06 (the Union) discussed revisions 
to progression sequences with Gas Operations and Service Delivery, and the creation 
of a new entry level job classification. As a result of these discussions, the revised "Gas 
Operations Promotional Chart" ("Chart") is attached. 

Under the new Chart, the Mechanic Ill entry level position will have direct bidding rights 
to three different lines of progression: Meter Specialist Ill (Local 12049 only), Gas 
Systems Operations Mechanic Ill, and/or Gas Plant Operator Ill. Mechanic Ill's may 
apply for other positions in the Company, but shall not have direct bidding rights to any 
position other than as set forth in this letter. 

Similarly, DNP Workers will have direct bidding rights to the Premise Mechanic 
progression or the Meter Specialist Ill progression (Local 12049 only) . In the event that 
the Company is unable to fill Premise Mechanic or Meter Specialist Ill positions with 
DNP Workers, the Company reserves the right to fill those positions as entry level 
positions. DNP Workers may bid on other positions in the Company, but will not have 
direct bidding rights to any other position other than as set forth in this Letter. 

For the Mechanic Operator Ill progression, the Company will create a new entry level 
position called "Apprentice Mechanic Operator Ill (AM03)". The Company and the 
Union will negotiate a special wage rate for the newly created AM03 position. In the 
event agreement cannot be reached, the AM03 will be evaluated pursuant to Article V, 
Section 1, (h)-(m) of the Contract. The newly created AM03 position will have direct 
bidding rights to the Mechanic Operator Ill progression exclusively. 
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The parties recognize and acknowledge that the fonner positions for Mechanic (6931) 
Senior Mechanic (7890) and Station Operator (2030) are no longer in use and therefore 
eliminated from the Chart. 

Very truly yours, 

Lis~e~~ LtJ~~ 
Director, Labor Relations 



Gas Operations Promotional Chart 
USW Local 12049 
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Gas Operations Promotional Chart 
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When a temporary vacancy occurs in the schedule, the following replacement procedure will be 
used to fill the vacancy. 

The person selected t o fi ll the vacancy wi ll be determined by counting over five on the 
appropriate crew leader or helper schedule list. 

Upon return, the individual will fulfill the next schedule of the affected member at their 
option, barring any extenuating circumstances. 

Members electing to trade schedules shall be held responsible for the schedule after the 
proper paperwork is completed. 

(Applies to USW Local 5541-06) 

When a temporary vacancy occurs in the schedule, the following replacement procedure will be 
used to fill the vacancy. 

A Crew Leader vacancy is to be fill ed with the junior qualified Mechanic Operator I 
regardless of placement on schedule listing. 

A Helper vacancy is t o be filled with the junior qualified Helper regard less of placement 
on schedule listing. 

The person causing the vacancy in the shift wi ll be required to work the shift of the 
person assigned to their shift. 

{Applies to USW Local 12049 and 5541-06) 

When a permanent vacancy occurs in the schedule, the following replacement procedure will 
be used to f ill the vacancy. 

A Crew Leader vacancy is to be filled with the junior qualified Mechanic Operator I 

regardless of placement on schedule listing. 

A Helper vacancy is to be filled with the junior qualified Helper regardless of placement 

on schedule listing. 

In the event a vacancy cannot be fi lled by the process described above, the Union and the 
Company will meet to discuss and resolve. 

June 3, 2011 
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Home Site Reporting Guidelines 
(Field Operations, Gas Measurement Center, Contractor Construction, Corrosion, System 

Operations and Gas Production) 

Company Vehicles: 

Vehicles can be parked at the employee's residence or at a location close to the 
residence agreed upon by management. 
(Example: Headquarters closer to the residence than reporting headquarters) 

Reporting Time: 
When reporting within the area of the assigned headquarters, st art time is on the job 
site at the start of the shift. 

When reporting outside of the area of the assigned headquarters, start t ime is on the 
job site no longer than 30 minutes after the start of the shift. 

Quitting Time: 
When quitting from the job site within the area of the assigned headquarters, it is 
permissible to leave the site no earlier than 15 minutes prior to the end of the shift. 

When quitting from the job site outside the area of the assigned headquarters, it is 
permissib le to leave the sit e no ea rl ier than 30 minutes prior t o the end of the shift. 

Meetings: 
For train ing, Company meetings and/or inclement weather, employees shall report to 
the headquarters directed by the Supervisor at the start of the shift . 

When on Vacation or other leave: 
The vehicle sha ll be left at the regular parking location or brought to the headquarters 
as determined by the Company. The assigned driver shall notify the Supervisor and 
provide access to t he vehicle. The assigned driver sha ll also arrange with the Supervisor 
when he/she wi ll pick up the vehicle upon or prior to returning to duty. 

When on Schedule: 
The vehicle shall be left at the regu lar parking location or brought to the headquarters 
as determined by the Company. 

June 3, 2011 
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AGREEMENT 

Between the 

Utility Workers Union of America, 
AFL-CIO, 
Local600 

and 

Duke Energy Ohio, Inc. 
Duke Energy Kentucky, Inc. 

2012-2015 
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