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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HISTORICAL DOCUMENTS PRESERVED AND MADE PART 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 

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-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-32 04/14/2015 11 , 1 Time Off for Union Duties/Business 
Ill, 1(b) 
VII , 1 (a) 

A-38 09/02/1998 VIII, 1 (i) BOGAR Job Evaluation System 
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 Post-Retirement Medical 
A-42a 04/13/2012 xx, 1 Amendment to Sidebar Letter A-42 Post-

Retirement Medical Benefits 
A42-b 04/15/2015 XX, 1 Amendment to Sidebar Letter A-42 and A42a 

Post-Retirement Medical Benefits 
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Document 
Document Date Article Number 

A-46 04/21/2005 XII , 6 

A-48 04/21/2005 V, ?(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-58 06/02/2008 XXII , 1 
A-58a 04/14/2015 XXII , 1 
A-59 06/02/2008 Misc. 

A-60 06/02/2008 Misc. 

A-60a 04/14/2015 Misc. 

A-61 04/14/2015 V, ?(a) 
VIII , 1 (a) 

A-62 06/02/2008 Misc. 
A-63 06/02/2008 Misc. 
A-64 04/14/2015 VIII, 1 (a) 
A-65 04/14/2015 V, 2 
A-70 04/14/2015 V, 3(a) 
A-71 04/13/2012 XII , 2(b) 
A-73 11/16/2009 Misc. 
A-74 03/31/2011 XII , 4(a) 
A-75 01/16/2012 Misc. 
A-76 12/20/2012 XII, 2(b) 
A-77 05/08/2014 Misc. 
A-79 04/14/2015 Misc. 

A-80 04/14/2015 Misc. 
A-81 04/14/2015 Misc. 
A-82 04/14/2015 V, 2 

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

Part-Time Employee Benefits 
Meter Reading Travel Allowance 
Revenue Services Representatives 
Competency Based Selection 
UWUA Severance Program 
Overtime Provisions 
LIT Job Progression 
On Call Rotation - Local IT Support 
G.I.S. Job Progression 
Foreign Utility Assistance 
Senior Work Management Support Specialist 
Separation of Delivery Operations and Gas 
Operations 
Global Positioning Systems (GPS) 
Engineering Specialist Progression 
Customer Relations Representative/Clerk C 
Positions 
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CINCINNATI.OHIO -45201 

Mr. Charles J. Neuhaus 
Chairman 
Independent .Utilities Union 
P.O~ . 13ox l-7-57"' 
Cincinnati., .Om.o 4.9201. 

Dear Mr. Be~aus :· 

Re£er.enea ·1s· made :to. our discussion at -a meeting on- November. 30, 
197.1 and to l'()ur letter of Decelllbel.'l 1, .19.71, ,concetni:ng a· unifoX'lll 
vacation selection p~cedure ·for· ·emp1.oyee·s: rep.r-ese:nted by the Inde--: 
pendent .utilities· Union. · · 

rn .accordance :with :Our conversation, :the· :eompaµy will adopt 
the :.fo"llowi?g, vacation -seledti:on procedu1:es effective :_ranuary 1, . 

. 1-9-72 :-· · · · · · '• · 

Preference :for tb:e first two we.elcs of yac~ti.on· .to which . 
an- employee ls. enutled will be :considet.ed within a job" ·clas-· 
si:fication at each particul-ar .work .lo·catiG>n on a system service . 
basi-s.' Empl~yees enti:tl.-ed to·. more ±bah· a two week vac.ation· 
~ select .that · additiohal. va:cat.ton on' a system serviee• ',basi-s 
after all · ellgi:ble '.employee's with.in the 'job .clasai'fication at 
each parti.'cUiar .work. location -have: ha"d an oppor:tunity -to ·se .. , 
lect the: :dates for at least .two· weeks of their. vacation-. · 

. . 

It is emphasi-zed that -.this. procedure will in no way affect .the com­
pany's. right to detentiiie the number of emplo-yee"a. who· may take a 
vacation· at ~y on& :time; 

Please confirm that ·the procedure .stated in this ·iette".t is sat-:­
isfacto~y t o. the union so .that - ·the ~ario.us· ·affecitelf Company dep·artments 
may be notified prior to. January. 1,.· .197.2. · 

Vex:y truly yours,- . 

~~e.~ 
Robert E. ;Byrnes· 
Manager 
Industrial Relations . 
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(Due to the deteriorating condition of 1he 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: 
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During the 1974-1977 negotiation meetings, the committees of the Company and the Independent 
Utinties 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 departm~nt. 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. ln 
accordance with past practice, departmental personnel will be given first consideration on an initial 
I.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 meetings and will eliminate the potential for 
employees who transfer or laterally bid into another bidding area from subsequently acquiring more 
seniority than incumbent employees within the same classification. If the Union concurs with these 
arrangements, please initial and return the attached copy of this letter. 

Very truly yours, 

Robert L. Byrnes 
Manager 
Industrial Relations 

cc: L. M. Dagenbach 
R. G. Graham 
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(Due to the deteriorating condition of the-original, this letter has been retyped.) 

March 28, 1977 

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

Dear Mr. Devine: 

Quring the 1977 negotiation meetings, the Company and the Union agr:eed to the introduction of a 
multiple posting system into the Property Department. This system is designed to speed up the 
process of filling job 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 ofthe 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 qpens as a result of the original postings may be filled as a resultant available opening. In 
addition, any origina_l 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 disconUnue 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" i~ 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-bidk 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 prc;>motional bid, one cross-bid or one 
lateral bid can be made on a single bid sheet. T!)e l;>idder may also indicate on the bid sheet his 
preference for geographical division in numerical sequence. The bid sheet on file wit.h 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 ~he other copy 
will be forwarded to the general office of the property Department. All bids submiijed in the 
beginning of a calendar year will be retained and used for processing all postings for the calendar 
year unle&s changed by the employee. 

The acceptance of a bidder on a posting will invalidate all bids of that employee and the ~mployee 
must submit new bids f.or 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 al! previo1.,Js 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 ea.ch 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. Promotit>nal 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 sup.e!Visor will forw1=1rd 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 origin al 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 therepy 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. 

V~ry truly yours, 

Arthur R. Ehrnschwender 



{DtJe to the deteriorating condition of the original, this letter has been retyped.) 

March 28, 1977 

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

Dear Mr. Divine: 
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During the 1977 negotiations, the committees for the Company and the Union discussed the 
testing procedures which are utilized in many promotional ~equences 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 
ano is given within a certain lime 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. Ehmschwender 
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April 13, 2012 

Mr. James Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
81 0 Brighton Street 
Newport, Kentucky 41071 

Re: Leaves of Absence 

Dear Mr. Anderson: 
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During 2012 contract negotiations, the parties discussed Sidebar Letter A-5 dated April 
10, 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 (USER RA). 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-lffe 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, 

1t·~ 
Vice President, Labor Relations 



CG&E The Energy Service Company 

Mr. Patrick G. Bradford 
Chairman 
Independent Utilities Union 
P, O. Box 1757 
Clncinnati, Ohio·· 45201 

Dear Mr. Bradford: 

April 18, 1989 

Robert e. BymA 
Senlclr Vice President 

ATTACHMENT RHM-6(b) 
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During the 1989 negotiations, the parties discussed the possibility of the 
Company notifying the Union of the initial employment of co-ops in two year 
Associate Degree programs. 

Aa agreed during these negotiations, lJepartment Managers will attempt to 
inform the Union delegates whenever a two year co-op is hired within their 
areas or responsil>illty . 

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

Veey truly yours, 
' 

-:Jl-L.t ct /)·r-'-4,/ 
Robert E. Byrnes 
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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: 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 SeNice Company 
The QncinnatlGas& ElectricQ:impanv 
P.O. So,( 960 Clncl'lncltl. Ohio 45201 -"960 

Mr. Patrick G. Bl'8dford 
Chairman 
Independent Utilities Union 
P. O. Box 1757 
Cincinnati, Ohio 45201 

Dear Mr. Bradford: 

April 18, 1989 
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During the 1989 negotiation meetings, the committees for the Company 
and the Union discussed the degree of d.:isciplln.e to be administered to 
employees who falsify or tamper 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 h.ezt varlous job 
duties and reSJ)OD.Slbilities. The .importance of this reliance upon complete 
employee veracity cannot be overempha.sized.. 

In many disciplinary situations, the Company adheres to a palicy of 
progressive and constructive discipline in order to impress upon e111ployees 
the nature of Company expectations. However, as mutually agreed upon 
during the negotiations, e!llPloyees whose dishonest acts adversely affect the 
Company will be sum.mar:Uy discharged. For example, it has been a long 
established Company policy that all meter reading personnel will be tel'S!Iinated 
who cu.rb readings, falsify records, or are guilty of defalcation; immediate 
discharge for these activities will continue. 

Employees in various departments bave access to Company and other 
accounting and business records and are confronted with situations whel'e 
circumst,ances could allow indiscretions for their personal gain or the benefit 
of others without proper rebruJle:ration to the Company. Many positions of 
trustwortlrlness could be misdirected. to a manipulation or falsification' of 
Company records in a fraudulent, larcenous, or otherwise dishonest manner. 
As agreed, such activities will result in immediate ttlrm:ination of e111ployment. 

If the types of activities oc~ as described above, the Company will 
l'eact in good faith upon a full, fair, and iniputial investigation. The 
Company will take every precaution to evaluate J)Sl"ticular incid~nts in full 
light of all circumstances in order to make cel18m that any summary 
termination is not undertaken in an arbitrary, capricious• or disparate 
manner. 

Very truly yours, 
· 1 

~ -' r:. ,Jr".~tt/ 
Robert E. BYfI1eS A-9 



CG&E The Energy Service Company 

Mr. P.atz::ic)c G. Bradford 
Chairman 
Independent utW1:ies Union 
P. o. Box 17S7 
Cincinnati.., Ohio 45201 

Dear Mr. Bradford: 

April 16, 1992 

ATTACHMENT RHM-6(b) 
Page 15 of 100 

During the 1992 negct:iatiQn meetings, representatives at the company 
and the Union discussed the negotiated intent and the current administ:rat:u:,n 
of holiday call out proVisions contained in Article XI, sect:lon 1 {d) of the 
Agreement. 

There was no dispute between the parties as to how an employee js 
compensated for any can out assignment where all. the hours worked by the 
individual were entirely withln the holiday {midnight to midnight). When 
such call out assi.gmnent:s are 1,'or tour hours or less the employee receives 
:four hours pay at the appropriate overtime rate and no travel pay. When 
SUCh can outs are more than foUr hours but less than eight, the employee 
rec:e:ives eight h0UX1J of pay at the appt"Opr.iate overtime rate and no travel 
pay. When an eJlployee works entirely wllilin the holiday for more than eight 
hou:cs; all hours worked after eight hours are compensated at the double tillle 
rate of pay wlt:h no travel pay. The area of dispute :between the patties 
concarns those can. out assignments which are worked contiguous to hours on 
the day before or the day atter a hal:f.day. 

In order to completely teSOl.ve this matter, the Company .is wIDing to 
compensate the emp.loy~ for one hour of. travel time at the appropriat.£! rate of 
pay fee' call outs of tour hours or more contiguous Wlth hours worked int.a or 
out of a company ~ni2ed haliclay. However, the guarantee of eight hours 
pay !or a can out that is more than four hours but less than eight that is 
contained in Art:fcle XI, Section l ( d) will not apply to can. outs that are 
ccntiguous with hours int.o ar out cf the holiday. 

By proceeding .in this manner, it ls thought that a consistent and 
equitable manner af administ:erlng the holiday pay previsions ct the Agreement 
can be attained. 
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CG&E The Energy Service Company 

Mr. Patrl.ok G. Bradford 
chain,an 
Independent tJtilit:ies Union 
P. O. Box 1757 
cindnnat:i., Ohio 45201 

Dear Mr. Bradford: 

April 16, 1992 

ATTACHMENT RHM-6(b) 
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ow:ing the 1992 negct::iation meetings :between the company and the 
Onion, the comJn:ittees discUssed the use of flextilne. 

As was ctiscussed during these meetings, :it js the palicy r1 the Company 
to use f]e.Xt:l:me programs in those work grrups where such scheduling :is 
deemed appropr.late by the Department Manager. Although the Company 
reserves the rlght to discontinue the use of flextime where appropriate, it 
w.ill meet w.ith the Union before proceeding. 

It .1s thought that tlrls w:!ll adequately nesc.rl be the discussion concerning 
th:is matter• 

Very truly yours, 

~~· 
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CG&E The Energy Service Company 

Mr.. Pat:dcJt; G. Bradfcrd 
chairman 
Independent Ut:i1it:ies Union 
P. O. BOX 1757 
Cinc:innati, Ohio 45201 

Dear Mr. Bradford: 

April 16, 1992 

ATTACHMENT RHM-6(b) 
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During the 1992 negct:iaticn meetings, the COJllmittees for the company 
and the Union mscussed the change of sche<lule prov.is:fon in Artl.c.le XII, 
Section 3 (b) • 

Although the language m the current Agreement states that an employee 
will receive at least a 24-hour notice of a change in sh:itl:, the Company will 
attempt to give at least a dve calendar day notice of such changes. 

lt .is thought that this is a fair and equitabla policy which will satisfy 
the interests of! all c:cncerned. 

Very truly yours, 

a'J)R~:u; 
Edward R. SChuetta 
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CG&E The Energy Service Company 

Mr. Pat:cick G, Bradford 
Chairman 
Independent otilil:ies Union 
P, 0, BOX 1757 

· Cincinnati., Ohio 45201 

Dear Mr. Bradford: 

April 16, 1992 
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Puring the 1992 negotiaticns, the conimit:tees far the Company and the 
Union discussed the reargattization of the D:ist:dbution Operations Division 
of the E:lec::t:r.ic Systems Operations Deparbnent. 

As was agreed during these negct:iations, the supervisory positions wjthln 
tius sed:ion will have the flexim1ity t.o perform. bargaining unit vark when an 
Operations Techn:ida.n is unavailable to readily respond to a customer inquiry 
that needS imllled:iate att:ent:icn. on those cx:x::asions superv:isu:m Will Joe able to 
invest:1gat:4, resolve and rea:>mmend sclutions to customers about their 
:inquiries. They may also be setting t.est equipment and or preparing wr.itt:en 
recommendations for cust:cmex:s. 1t .is anticipated that the performance of this 
bargaining unit work will oe minimal. As stated during the negotiations, :it. :is 
thought that superv:i.s0ry employees will only per.form these types af operations 
on an average ~ one per week. In the event that the Operations Technician, 
assigned to a spec::ffic area, .is on vacation, that average may increase to 
approximately two to three per week. This agreement does not resc::fct 
superv:isory employees from doing work they previously performed, 

It ~ thought that this agreement will enal::>la us tt) better serve our 
customers. 

Very truly ~• I n . 
aQR~ 

Edward R. SChuett.e 

A-14 



. ,. 

CG&E The Energy Service Company 

Mr. Pat:r::ick G. 'Qraclfard 
Chairman 
Independent utuities Onion 
P. O, BOX 1757 
Cincinnati., Ohio 45201 

Dear Mr. Bradford: 

April 16, 1992 
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ow::fng ~e 1992 negot:iat!on meetings, representatives for the company 
and the Union discussed the polides and procedures to be utilized when 
employees are requjred to work er train ~ out-of-town lccaticins. 

The mode of transporta&n to be utilized for an out-of-town trips will be 
determined l:>y the COlllpariy. Com111ert;ial a:irl1nes w.Dl. be used whenever 
possible. 'l'he company w:IIL ncrmally turnish roundtrip airline tickets (tcw::ist 
or c:cacb class) ):)etw~ the Greater Cincinnati. Alrpart and the point of 
dest:inal:ion. U prlor arrangements are l!lade. and the Company agrees, 
employee$ may cb::i.ve to cU)d from their destination and be reimbursed at: the 
appropr:iata mileage rate but net exceeding the cost of · the roundt:r.ip ah-line 
ticket. Each individual :request viO. be evaluated by the Col!lpany bef~ 
det:erm.ining jf alternat:e transportation will l:)e permitted. Elllployees utilizing 
the personal car option will not be granted addmonal. time off from their 
regular scheduled wcrk week in order to meet travel schedules na: arranged 
by the Company. Nar will any other expenses such as pers:inal auto repairs 
and .insurance, extra meals or lcdg:ing be reilllbursed by the company. 

Not"lllally the Company w.m arrange far, and. pay any living accommodat::1on 
expenses. Oc:cas.:ionall.y, there will be tillles when emplcyees will be responsible 
far d:irect payment pr.I.or tc leaving the hot:el/m«.el.. In this case, the 
employees wm receive advance paY'Jllent fat" the appUcahJe rcom rates and 111.ust 
rec)Ocile tl\eir ao::ounts pe:rsonaD.y. t>urJng most other out-of-town trips, 
pr.ior arrangements may permit invaidng ·at applicable hctel/111ctel. room costs 
d.irec:tly to the C0ll1PaJ:lY. In this situation, involved employees will net receive 
any di:rect payments far room costs. other types af aceommodm:ions Will be 
handled on a case-by-case basis with methods of payinent appropciate to the. 
situation. 

For extended t:t:ips, employees will be mtcrmed pr.ior to leaving far the 
out-of-town ~ment: as to "1:he number af return tcips to Cincinnati they win. 
be aDr:ittPd. Far these return t:cips, the Colll.pany w:il1. 1'10C111all.y fum:ish 
transportad0n. In the event that v.isits home are granted and taken, the 
company wjJl reimburse each employee for roundt:rip ~portation costs only. 
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1'he Company may est:ablf.sh and pay an applicable per mem rate :in 
advance for each · out-of-town clay and each travel day. This nrt:e, which may 
vary ~een individual cut-of-town lcx:atiotis, will incblde all ether expensea, 
such a1; meals, laundry, talepbone C8lls, tips, etc. ~n and loclg:ing 
w.ill net :be :inc:luded in the daily per diem amount tbat each amplayee w.ill 
n,ceive. Any expenses .incurred over and above tlle stipulated per diem 
amount ft:' any given tdp wm l)e the. responsibility of the. emplayee. 
AJt:ernately, the company may e'Je:t to reimburse 8lJlplayees for the direct 
reasonal:l1e expenses fer such items as meals, laundry, telephcne ca:Ds, tips, 
etc. The Compans, win. d~ on a case-by-case basis whether .a per diem 
arrangement ar reimbursement fer reasonable expenses .is used !or out-Qf-town 
assignments. 

lt Js thought that this Jetter wID. clarlfy the Union's ~ about the 
policies =snd prccedures to be utilized when employees are· required tx:> work er 
tram at out-cf-town Ja:lations. 



aDuke 
t#Energy® 

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 10 hours. Weekly vacations are for 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 10 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. 

Very truly yours, 

.~ 
. Alvaro 

V President, Labor Relations 



CG&E The Energy Service Company 

Mr. Pat:dck ~. Bradford 
chairman 
Independent ntrnties Oni0n 
P. O. Jk)X 1757 
dndnnati, Ohio 45201 

Dem; Mr. Bradford: 

April 16, 1992 
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During the 199~ negotiation llleetings the cotnmittees ~ the Company and 
the Ordon discussed the representation af employees by personal attorneys or 
outside agencies during the g:tjevance and arbitration procedures. 

As a result ct these discussions, the parties agreed that the Uruon is the 
sale .bargaining representative for .its .members and therefore no outside 
representation w.ill be perm.itt:ed during such meetings. This in no way 
reso::icts the Union's ability to have an at:tmney represent jt,s own interests 
during the grievance and arbitration procedures. 

D: :is :believed that by proceeding in this manner the concerns expressed 
dw:ing these meetings have been allsv.iated. 

&?&& 
Edwar,;1 R. Schuette 
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OCT- l3-99 WED 9: 15 AM ruu 

CG&E • The Energy Service Company 

Mr. Patrick o. Bradford 
Chairman 
Independent Utilities Union 
P. 0, BOX 175 7 
Cincinnati, Ohio 45201 

July 19, 1994 

This httar canoels and supercecles l!IY p~evious letter to 
you, dated July 13, 1994, 

Reta~ence i~ made to our meeting on TU~sdaf~ June 28, 1994 
regarding the new job classitioation, Gaa .. Opentions Trainer., 
Job Code IB2~. In addition to you and I, Messrs. E. Schuette 
and l:l. znnitsch repr$Sonting the Colllpany and Mr. o. Rosing 
represent~ng the l!JU vere also in attendance, 

As agreed, the new job ol.asaitication of. Gas ope~ations 
Trainer, Job C9cle #827 vill be established at wage level 12, 
This now job classitioation waa aval~ated by the Company's Non~ 
Manual ~ob Evaluation committee as a wa9e level 11. 

In return for tne Company's willingness to eatab1ish this 
now jo~ classification at wage lev9l 1i, the union agreed that 
the Manag@ent ot Gas Oper.ations will select th& individual ttiey 
de.c~ to be most qualifi ed £or this position in lieu of accepting 
the ~ost s~ior quali fied individual. The Union further ~greea 
no.t to proc~ss any grlevanoes related to the sGlection process 
·rortn-rspositTotr;- · · -· --·- · · 

rt futu~e re-evaluations o! this job olassirioation 
i ncrease the total nu~ber o! points sutticient to inoreasa t he 
wage level to 12, this job classification will r8main a wage 
level 12 and the selection process will revert to being 
conducted in accordance with t'he Onion contr"ct in effect at 
that tiine, 

If you concu~ with this agreement, pl~ase sign and date a 
oopy of this letter and return it to my office, 

~~ 
~1/'fe/ 

cc; E,R, Schuette 
o.E, Zanitsoh \joQaval \ trdnez-

P. 6 
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January 11, 1998 

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

Dear Pat 
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Per out discussion on November 5, 1998, this letter detaas our discussion on the 
development of Customer Projects Resource Specialist position. Pending final 
Management approval, these positions wi11 be newly created IUU jobs within Energy 
Delivery and will be filled based on business needs as determined by Management 

The dulfes and responslbffities of the Customer Projects Resource Specialist 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 work procedures and related technical 
information 
Providing refresher/remediaVsupplemental 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 wlU be 
selected by the Targeted Selection process. In the event that two candidates are rated 
equal tnrough 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 IU U represented 
employees in the following t>ldding areas: · 

• Customer Projects 
• Electric Operations 
• Gas operations 

For the initial Customer Projects Resource Specialist job posting, T&D Coordinators \I/ill 
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 R~source Specialist position will be staffed using the following 
process: 

• Bids and/or resumes will be screened to deteITTJlne that minimal 
qualificati.ons are met 

• CandJdates \\li!l.,partlclpate in a Targeted Selection interview process by at 
feast th~e (3) qualified Interviewers. If agreed to by the candidate, IUU 
leadership may observe this process. 

• A ·data lntegra6on process wll be used to create a rank fisting of quatlfied 
candidates. IUU leadership may ob$erve this process. 

• Quarified candidate$ will be asked to develop and present a five minute 
presentation on the topic of their Choice. These presentaHons will be scored 
ori a pre-determined set of criteria by at least two experienced, exempt 
trainers. 

• Posifions will be offered to the successful candidates. 
• Resultant Job openrng may be backfllled In accordance with the current IUU 

agreement 

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

Customer Projects Supe,visor.s assigned a Customer Projects Resource Specialist wm 
be responsible for assignment of their work schedules, performance evaluations, 
discfp1J11e.and .administrativ~ requirements. customer Projects Resource Speciafist's 
pertonnance will be evaluated fonnally on the same schedule as other employees 
within Energy Delivery. · 

Customer Projects Resource Specialists will be required to travel to other locations 
away from th~ir normal wort locations. Existing Company and departmental policies 
wilf determine compens~ion and reimbursement for out-of-pocket expenses. The 
working hours· for Customer Projects Resource Specialists may need to be flexible. 
Training actlvities may require work hours other than a normal 8 a.m. to 5 p.m. 
schedule. 

Customer Projects R~source Specialists may accept temporary upgrades to 
supervisory posit!Qns, 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 Defivery Business Unit 

Gas & Electric_ Support Services Department 

60600 

CLASSIFICATION: CUSTOMER PROJECTS RESOURCE SPECIALIST 

A. DUTIES: 

Under general supervision, with a work schedule covering days, nights, weekends and 
holidays is responsible for providing needs assessment, assistiog in the development and 
presentation of training programs related to the job skill areas identified for Customer 
Project Coordinators and Office Coordinators, maint;µning 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 nnd other training-related materials. 

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

5. Participates as ')ob expert" on teams as required. 

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

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 based on classroom and 
Reid training. 

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

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

11. Operat es 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. 

)4. Perfonns the duties of Customer Project Coordinators and/or Office Coordinators as 
needed and as able in the event of emergencies, job deadlines or exc~ve workload. 

15. Performs other similar or less skilled work. 

B. QUALIFICATIONS: 

Must meet the Company's requirements as to GENERAL QUALIFlCATIONS, 
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, r~ons, 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 technical aptitude battery of tests. 

5. Must have experience in successfully facilitating and leading groups of employees to 
achieve de.5ired 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 licep.se. 
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Energy Delivery Customers Projects 

Customer Projects Resource Specialist 

Overview 

Eligible Job 
Classifications* 

CPRS 
Responsibilities 

To improve and.supplement classroom 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 responsibilities 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. 

• SeNing as an expert resource on work 
procedures and related technical Information. 

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

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

•For the infUaJ Customer Projects Resou,ce Speefafist Job posting, T&D Coorainators will be 
consid8red. If selected, the T&D Coordfnators who accept the Customer Projects Resource 
Specialist posfflon must join the Independent utiTities Union within thirty (30) days of being 
reclassifi9d as a customer Pro}eCts Resouroe Specialist. For the selectfon of reporting locations, 
successful IUU candidates shall have preference, based on System seniority over successful 
T&D Coordinator candidates. 



. ·• Energy Delivery Customer Projects 

Selection 
Pro.cedures 

Wage Rates 

Reporting 
Relationships 
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OJT Procedures 

The Customer Projects Department w!II post CPRS 
vacancies when they occur . . In exchange for the 
·specially negotiated Customer Proj~cts Resource 
S~claliSt 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, ,n 
accordance with the current IUU Agreement seniority 
will be the pr~vailing factor. · 

The CPRS position will be staffed using the following 
process: 

1) Bids anc;i/or resumes will be screened to 
detennine that minimal qualifrcations are met. 

2) Candidates will participate in a Targete4 
Selection interview process by at least 3 quafified 
interviewers. If agreed to by candidate, Uni9n 
leadership may observe thls process. 

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

4) Qualified candldates will be aske~ to develop and 
presen~ a 5-minute presentation on the topic of 
thetr choice. These presentations w:ilJ 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 jn 
accordance with the current agreement 

The minimum and maximum wage rates for the 
Customer Projects Resource Specialist p r;:>sition will 
be $860.00 to $910.00. 

CPRS WIil 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 
requ.irements. Customer Projects Resource 
Specialist's performance will be evaluated formally on 
the same schedule as other employees within Energy 

2 



.. Energy Delivery custom.er Projec!s 

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 policies will determine 
.compensation and relmbursement for 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 normal B to 5 schedule. 

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

3 



~ DUKE 
ENERGY. 

April 15, 2015 

Mr. James Anderson 
President 
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Duke Energy 
139 East Fourth St 

Cincinnati, OH 45201 

Utility Workers Union of America 
Local600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Time Off For Union Duties/Business 

Dear Mr. Anderson: 

During the 2015 • 2019 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 will 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 arbitration meetings. Union employees will not lose their 
straight-time wages while attending grievance meetings. The time spent by 
Union members in preparing for and attending all arbitration meetings is not 
compensable by the Company. 

A reasonable number of employees wlll be able to attend joint meetings 
between Union members and Company representatives. These employees 
will not lose their straight-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 perfonn1ng union 
duties/meetings. This Includes items such as counting votes, regular Union 
meetings, General Board meetings, working on Union accounting records, 
or other union duties or meetings. 

Sidebar Letter A32 
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MILEAGE 
EXPENSES 
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The Company will agree to reimburse the Union mileage expenses for up to 
two union representatives to attend Company scheduled meetings. This 
does not include grievance meetings, arbitrations, negotiations or meetings 
held at the request of the Union. The Company will agree to reimburse the 
Union mileage expense for one union representative to attend fact finding 
meetings. The Union will provide an Itemized statement each month for this 
expense and the Company will reimburse the Union. 

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 supervlsors of employees who need to be off work for Union business. 

The advancing of wages tor non-compensable union business will continue, absent abuse of this process. 
If problems arise, management 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. 

Sincerely, 

-C~~ 
Alvaro 
, Labor Relations 

Duke Energy 

Sidebar Letter A32 
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September 2, 1998 

Mr. Patrick G. Bradford 
Chairman 
Independent Utllitfes Union 
PO Box1757 
Cincinnati", Ohio 45202 

Dear Mr. Bradford, 
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Clnergy Corp. 
•139 East fourth Strett 
P.O. Box960 
Cincinnati, OH 45201-0960 

CINERGY. 
CG&E 

As you are aware, a new job evaluation 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 classifications with significant changes since t~eir last 
evaluation will be evaluated using the new system. Job classifications will retain their 
current wage rates/grade levers, but will be subj~t to change if they are revised and 
reevaluated as was the p~ctice 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 (I)). 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 1wo repres(;lntatives 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 representatjves 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 



, · . 

..... . 

~· 

ATTACHMENT RHM-6(b) 
Page 35 of I 00 

• 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. 

, 
• AU job evaluation members should be informed it is a long term 

commitment. 

• A quorum to have a meeting is six members. 

A job evaluatfon 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 1he pre-evaluation process, presentation .guid~lines, post 
evaluation proce.ss. training. a creditabnity check and· empJoyee communicaijon and 
these will be implemented as presented to the ERT at the June 29 meeting. 

This fetter and accord modifies the tenns of ttie 1996--2001 contract with respect . 
to the job evaluation system and It is believed that this letter accurately describes the 
agreemenfthe Company and -Union have reached. 

Sincerely, 

Kenneth E. Williams 
Manager· 
Employee Relations and Safety 
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To; Officers, General Managers and Managers 

From: Patrick Gibson 
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Subject: MANUAL, CLERICAL AND TECHNICAL JOB CLASSIFICA TJONS 

Date: December 29, 2000 

· Reply By: CINERGY. 

The purpose of this letter is to amend and update the Walter C. Beckjord letter of 
October 1, 1945, Which has seived as a preamble to the Cincinnati Gas & Electric 
Company.a Job classlflcation and evaluation system for Union represented · Job 
classfflcations: 

In October 1~45, after a careful ~nd comprehensive study of the various kJnds of 
work necessary to conduct the business of the Company In a safe, efficient and 
otherwise satisfactory manner, and the requirements of each Job invQtved, the 

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

job titles and descriptions for all manual, cferfcal and technical employees. Wage rate 
•· .schedules were established and made effective In accordance with- the- Union 

: agreemen1s and the approval of the War Labor Board. 

The Job descriptions and wage rate schedules were designed to provide a · fair ·. 
_ · . -and equitable means by which all the Jobs, within the scope of the plan, being filled J;iy 

·· _ ·· . manual, ·c1erical and technical employees could be designated with uniformity--~nd 
. . understanding. throughout the Company system. The C9mpany and the duly certified 

· . ..... :· .. :.exclusive bargaJ~lng representatives of the bargaining units agreed to th~- b~_~l_s~u~.- :- _ -:~ 
· ... ' · for defining jobs. ·It became the duty and responsibinty of the supervisory fQtce._ a$ ·-the. · .- ·: . 
. ·:\: ·.::h· ~prese~tatives of management to see that it was applied and maJntalned. ln'1i.~fr:1.and · - • . 
· · .. · .. : : ·consistent manner. It was also essential that employees clearly understo~ th~ :~uties . , -

· and requirements of the jobs to which they were assigned. VVhlle the job des~ptJons 
were not Intended to be all,.fncfustve. they were intended to cover such typical tasks 
necessary to provide a fair basis-for evaluation. · 

The job ciassification and evaluation plan provided: 

1. A set of job descriptiQns which prescribe typfcal duties and qualifications; 
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2. A set of promotional charts indf~ting the line of normal 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 -sy$tem (BOGAR) was implemented to 
evaluate all manual, cleri~I and technical job ciassffi~tfons repr~~nted by the 
l_ntematJonal Brotherhood .ofElectrlcal Workers, Local 1347; the United Steelworkers of 
.America, Locals 12049 and 5541..06; and the lndepenci~t Utilities Union. A Joint 
union/management committee designed the QOGAR Job Evaluation System. In 
addition to the items listed above, the 80(3AR system requires a Job Evaluation 
Questionnaire to be completed and approved for e.ach new or revised job classification. 

JOB DESCRIPTIONS 

Each Job description consists of a statement of the nature of work involved in the 
job classfficatlon, in sufficient detail to identify the title and content to those familiar with 
the organization; also a statement of the minimum quar~uons required to enter the 
Job. Each Job description Is subdivided Into two parts, •outies" and •Qualifications" as 
follows: 

DUTIES 

This section ts devoted to a description of the es~ntial duties required in the 
classification Itself, considered entirely apart from the individual who may occupy the 
position. A sufficient number of duties are liste:<J ~o: 

1. tn~lcate the character and grade of the work; 

2. Indicate the variety of duties; 

3. Distinguish each job classfficatlon from another • . 

The duties for each job description are those principal duties that are required to 
property Identify and evaluate each of the specific job classifications. These duties are 
not to be considered all-inclusive. Employees may be temporarily assigned, within their 
capabil~. duties of other classifications. When the tempo~ly assigned duties are 
those of a hfgher or lower rated job classification the employees should be pafd the 
appropriate rate of pay in accordance with the Union agreemen~ 

This section also indicates, as a general guide, the degree of supe_rvlslon under 
which 1he employees are expeded to be able to perfonn their work; 1hat is under 
•c1ose," •01rect1ve;• or •General Directive• supervision. These terms are defined as 
follows: 

J 
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1. The tenn •under close supervision• means that the employees perfonn only 
those tasks which they have been instructed to do and are obse1Ved and · 
supervised most of the time whlle performing them. 

For example: A helper assisting a mechanic in performing assignments 
would ordloarily be under lhe •close• ~upervislen of the mechanl:c. 

2. Th.e term •under directive Sl!pervision~ means that the employees perform 
primarily those tasks and duties Which they have been directed to do and 
then eany out such instructions under observation or checking from time to 
time. 

For example: A mechanic, working under the direction of a supervisor. 
a$Slgned to a section of the work but observed or contacted perlodfcalfy 
during the day, by the supervisor, would be considered as working under 
·•dfrect1ve• supervision. 

3. The term •under general direcUve supervision• means that the employees 
under . general Instructions perform duties independently. but within the 
limitations of standard practices or procedure. 

For example: A Senior Lineperson operating fn the field on scheduled 
assignments, In accordance with standard practices and procedures 'but 
without any supervision .whlle In the field, whose productfon or 
performance would be the check on activities and quality of work, would 
be considered as working under •general directive• supervision. . , 

·· · · QUAUFICA TIONS 

.. ··. . In this section of the job descriptions are . list~ tho~i P.ll~l~um 
· ·. qualifications which the lndMdual ls expected to .bring to the job. · ·Speclfi~IJfirlcLuded 
• . =· are such items as basic education, degree of skill, extent of experfe~ce;:ilspeclal · 

. .. ., ,... · t · . 
· knowfe<;fge. and other required qualifications. : : ·;>;:;:~.:\: .. · · 

•••• r~"":· • 

Compa_ny Requirements as to General Qualifications 

In addlflon to the duties and qualifications for each job classlficatlon as set 
forth in the job descriptions, each employee must meet the Company's 
.requi~ments as to general qualifications, which include: 

1. The physical and mental abilities to perform the essential functions of 
the Job classification, with or ~ithout reasonable accommodations; 

TboClllolm:lad 01is &~~1111 
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2. The willingness· to follow instructions and cooperate with other 
employees; 

3. The wilRngness to respond to calls outside of regular hours, when the 
need arises and in emergencies, to help in any department or phase of 
the Company's operations in which they are qualified to help; 

4. The wiUlngness to work a shift schedule and irregular hours where the 
nature of the wonc requires it; 

5. The wl!Hngness to direct and instruct or train employees. of a lower Job 
rating, assisting on the same work; 

6. If required by asslgnmen_t · to drive automobile or trucks, roust hoJd a 
vaRd State Bureau of Motor Vehicles Operators' license; 

7. Compffance with the general rules and practices of the Company. with 
specific rules of~ department In which they are employed, and with 
those of other departments with which their work must be coordina~; 

8. Thor0ugh familiarity with and strict opservance of the Company's 
safety i'ules applicable to the.ir job; 

9. Have tfle chara9terfstics of · dependability, trustworthiness, and 
carefulness; and have a satisfactory previous record in these respects; 

10. The willingness to submit to physfcal examinations by a licensed 
physician designated by the Company; 

11. The willingness to supply the necessary employment records 
including, but not limited to,• birth certificate, social security number, 
selective service record, military record, character and past 
employment records • 

. · JOB EVALUATION QUESTIONNAIRE 

Each questionnaire consists of questions related to the six factors used to 
evaluate ~ job ctasslffcation under 1he BOGAR system: One or more employees in a 
job classification represented by the applicable Union must complete and sign one 
questionnaire. A departmentaJ management representative must approve the 
completed questwnnaire. The six factf»s and related sections of the questionnaire are 
as follows: 

llle~ Oas 4Eleclrio Compen_y 
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Knowledge 

ATTACHMENT RHM-6(b) 
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Questions related to the amount of fonnat and infonnal education, training and 
experience. 

ReaponslblUty 

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$b:>mer 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/Adversa Characterlstfca 

··,QuestJops related to the amount, duration and frequency ot physical work (e.g., 
lifting, climbing and walking); and. work in adverse conditions (e.g., heat, cold, dust and 
noise). 

Hazards 

· Questions related to the Inherent dangers In the job which directly expose the 
~mployee to the possibility of accidents which may result in lost time accidents or death. 

WAGE SCHEDULE 

Starting Rates 

When employees are first assigned to ·a job c!asslfication, they receive the 
starting/minimum rate indicated In the wage schedule for that job, except In· ca~s 

. where an employee Is already receiving a rate equal to or in excess of th!3 
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 fn no event in excess of the maximum wage rate for the job to 
which the employee Is assigned. 



.... 

• • 

I 

ATTACHMENT RHM-6(b) 
Page 41 of 100 

INTERNAi.. CORRESPONDENCE 

Prol;Jresslon Steps within a Wagci Range 

The wage range provides for progression steps leading up to the maximum 
evalu_ated rate of the job. Job progression steps are designed for the purpose of 
advancing an employee within the w~ge range. · These progression steps are to be 
USEld as follows: 

At Intervals of six months, the supEWlsor shall make a review of the employee's 
development and progress on the assigned job.. If progress, measured by 
demonstrated ability and performance, has been satisfactory, the scheduled 
progression step will be made effective on the first Monday following the expiration of 
that particular lnterval, until the employee's wage rate equals the maximum rate 
specified for the particular Job classtflcatlon. 

When the performance review indicates that the employee has not made 
satisfactory .progress In the job and an Increase In pay ls not warranted the employee Is 
to be personally notified by the immediate supervisor that the progression step increase 

-· · 1s being withheld. The notification must take place at IE!a$t .one month In a~vance of the 
date for the scheduled progression step. In addition, serious consideration should be 
given as to whether or not the employee shQUld be demoted, tran_sferred or .released. 
The Union may request a review of such a decision. such review Is to be made by a 
representative or representatives of the Union ~nd a r~presentatfve 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 wm start on the date of 
promotion. 

CONCLUSION 

Although this plan is set forth as clearly and explicftly as possible, questions may 
arise as to the intent or Interpretation of some provisions. In such even~ 1he matter 
shoLJld be discussed with a representative In the Labor Relations department 

Very Truly You~, 

1bc Clncbln.U Oas & Elo<:tri~ C-ompany 

PSt~.~ 
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May 14, 2003 . 

Ms. Mary Harthun 
President 
Local Union 600, IUU 
Utllfty Workers Unlon of America 
810 Brighton Street 
Newport, Kentucky 41071 

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

Dear Ms. Harthun: 
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Cinergy C9rp. 
I 39 East Fourth Street 
P.O. Box 96Q 
Cindnnat:I, OH 4S201-Cl960 

CINERGY. 
CG&E 

This letter documents our discussions and agreements related to cllsconnect non-pay (DNP) 
field credit activity and succession and special meter rea~lng wort<. · 

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 su~esslon/special meter reads at a competitive cos( As a result of those 
discussions, a · team was formed, which Included the leadership from each union and 

· management representatives, to evatuate the ·business case for ·Implementing necessary 
flexibilities and cost contror me~ures to perform the Identified work at a competittve cost The 
team was charged With reaching a oon~ensus on a plan to ~chlev.e the desired results. 

It was recognized that residual union jurisdictional issues around the ONP wonc and the 
successlon·and special meter reading work had resulted In restrfctlve.worl< practices actoss 'tt,e 
multiple unions· connected with these job functions. Since Au1;1ust of 2002, the joint 1,m{on 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 unioAs involved in the discussions, the 
Company will implement the changes desaibed below. 

The ·Company will form a new centrally managed work _group for the specific purpose of 
performing the DNP fieldwork. Tf,e Company will initially staff the new work group With 10 
existing employees (Senior Representatives) represented by the UWUA currently performing 
ONP work. Additionally, 8 employees will be added In each of two entry~level job classlficatloi:is, 
one represented by the USWA and the other by the JBEW, Local 1347. lt is understood that if 
any of the aforementioned 10 employees represented by the UWUA vacate thcir position and 
the Company decides to backfill the posftion(s), it wlll be filled as a11 entry-level DNP worker 
represe·nted by the USWA or IBEW . . The Company-assured the Union that the two· clerfcal 
position~ that provide su~port to the DNP work process would not be ellmlnat~ as a result of 
this reorg~nizatfon. · 

The·16 new entry-l~vel DNP WPrker job openings will be made avallable to other emplqyees 
represented by their respective unions {I.e., USWA and JBEW). If all 16 openings are not filled 
by employ~es in their respective unions or by displaced employees In redeployment 
represented by the IBEW, the remaining openings will be made available to fuff•time meter 
rea<ters and then part-time meter re~dera, In that order. If ~y f ull•time or part-time met.er 
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readers va~te tne/r positions ~s a result of accepting any of the initial 16 DNP worker Job 
openlrigs represented by the tBEW and USWA, the Company will backfill those vacancies 
accordlngfy.(i.e., part-fime With part-time and full-time with ~!Hime). These agreements only 
apply~o Iha iniJial 16 DNP wcrl<er job openings.· 

ff any of 1ho 1Q Senior R~presentaflves tn ··Revenue Collections are bu.mped by Senior 
Representatives with mor1;1 ~enlority as a result of Company iniflatri.es, it will not impa~ the 
numl1er of positfons-belna eliminated through attrition. - . 
The sfi'ccesslon and.special meter reading duties will be primanly, but not exclusively, assigned 
to UWlJA represented employees •. As a result, 10 new fulHlme meter reader job openings wfll 
be filled. Management Intends to assign work other than succession/special reads. to DNP 

. workers represented by ·1he USWA and IBEW, Whenever there ·Is other productive work 
available for them.tq penonn within 1helr Job classlfieqtions. However, _this does not restrict 

;,,: management's light to ass.(gn those employees to peJform such meter reads. The Company 
·agr~d to bacl<flff poo-.llme ~~ rf3ader poslUons that are ·vacated as a· result of part-time meter 

· readers. a~ptfng any C!f the lhiUal 10 new fuli.time meter reader positions . 

. This agre&ment ls mad& between the parties without prejudice to the position of either party 
· ,:egaf(ilng the Jurisdlctfcm. assfgnment and contracting of work. However, the Union agrees that 
. no gri~~s · WiH be ffled or· pursued relating to the assignment of work as des-cribed above. f<>r 
1he du~tJon·of·lhls agreement. To the extent that the Company has retained Its rights with . · 
re,gard ·to rnal<ing future changes to this, or any other work processes in th.a future, the Union 
~fains its rfgbt.to .grieve In the: event that management.Implements c:hariges to ·the above­
descnbect'terms. for achfeq the DNP, succession and· special meter· reading wot1<. In this' 

· CQnte?(f. ho~ver. it'!$ afso understood that slight modi~catfons to this ov~rall business· plan may 
~tr-~~ b$ made, a·s Jofl!J as the plan's basic design remains In effect . · · 

'<••~ {l.~· . . •. • • • 

-;:~>HI:: . '. The team of .manag.ement and Union leade.rs ls commended f orth~lr i::ommitment to meeting the 
present ·day bi.rarness · needs ln a compe~tive manner. It is expected that all parties will benefit 
by this ~an tor achieving this work with company employees. Please sign. where. indicated 
below to lndfcate ttie Union's agrel:3ment to the above terms. · · 

For th.e Company: 

-~~ 
Todd Arnold 
V.P .• CUstomer 
~ntact Services 

. ·ec: J. O'Conner 
J. Polley 

:-·-"'·-... 2 

For the Union: 

· ~ h ~ 5--!$,0.!3 
MaryH un Date 
President 
Local Union 600, IUU 
Utlllty Workers Union 
Of America 
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OnergyCo!p. 
139 l!.ut Plm.rth Stleet 
P.O. Bo:t960 

June 10, 2004 
Cindmlatl, OH 45201-0960 

Ms. Mary !iarthun 
President 
Local Union 600, IUU 
Utfllty Workers UOlon of America 
810 Brighton Street 
Newpi;>rt, Kentucky 41'071 CINERGY. 

CG&E 

Re: eost-Retlrement'Medical Benefits 

Dear Ms. Harth~n: 

On April 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 proVldlng a 
post--retlrement health reimbursement ·account (•HRN) option {the •HRA Option•) to our 
active employees. Prior to that ·meetfng-, Jn a letter dated March 2-. 2004, the Company 
provided the unrons (f) a written overview of the Company's proposed design for the HRA 
OptJon. and .(fl) written responses to certain related questions. This letter updates the 
Company's proposed design for the HRA Option. 

I. O}!ERYIEW QF HRA OPTION 

All current,· full-tlme employe~ represented by UWUA, Local 600 will be abfe to 
make a one-tfme choice between contlRulng In the current tradlffonal post-retlrement 
medlcaf optfon (the "Tradltional Option•) or electing to participate In the new HRA 

' Option described below. Employees V(ill be required to make thiS electton by a 
specified elecfiory date in 2004. (Notwithstanding the foregol~g, employees currently 
receiving long-tenn dlsablllty benefits or on a military leave of absence, wm make 
this election when they return to active, fu!Mime s1atus. If they do not return to 
active, fullHtime 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 Partfci~anr herein. 

Under the Traditional Option, efiglble retirees (those _who retire a(Jer at'!alnlng age 50 
·with five (5) years of Service, as defined In the applicable Pension Plar.t) are 
provided access to group medical coverage-and a premium subsidy th~ varies 
based upon the retirees' service and classiffcatlon (see detail regarding the various 
classl~catfons and subsidy levels attached hereto). 

Subject to any collectlve bargarnlng obllga;lon, the Company rese1Ves the rf{tlt to 
amend, modify or terminate the Traditional Option· and/or the HRA Option at any 
time. However, amounts arready credited to a HRA Participant's account Will not be 
reduced by amendment, except to the ext~ necessary or appropriate to C9fllply 
with chang~ In fhe·law. 
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The benefit under the HRA Opti"on is based .on a bookkeeping account that can groW 
.like a savfn~ account with service and Interest credits ~s described below. An · 
employee who efects the HRA Option Will start with an ~penf ng balance that ls equal 
to 1112th of $1,000 for each prtor t;alendar month In which the HRA Participant 
worked at least one day for the Company. In the future, the .Company Will credit 
eligible HRA Partfclpants with an additlonal 1f12th of $1,000 for each calendar 
morith in whJch the HRA Parffclpant works at feast one day for the company. The 
Company wl!I also credit each eligible HRA ~rtfclpant's bookkeeping account with 

· an a~n4al Interest credlt. I n.terest wlfl be credited at the same ir;iterest rate as ·the 
ca~h balance updates as determined In.August of eac~ year, exqept 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 dl~cussed below, onfy HRA Participants who are 
activ:e, full-time employees ah~ work at least one day In. ttie· month are eligible for the 
·monthly servfce credit. Like retirees· in the T,:acUtion~I Option, HRA Participants will 
-have access to group medical coverage onfy ff they retire- after attafnf ng age 50 with 

· five (5) .years of ·Service (as defined In tfle applicable Pension Plan), however, there 
will be no subsf<;ty. Plea.se note the followtng reaardtng the HRA Option: 

a. tf a HRA Participant retires after attaining age 50 with five (5) years. of Service 
(as defined In the appllcabl~ Pension Plan), the amounts ~ed to the 

· _HRAs generally cah be used for the qu~llffed ~lcaJ -expenses, as defined In 
S~on 213(d) of the Internal Revenue Code, of _the retlroe· ans:! the retiree's 
spot.me and eligible dependents (see. fRS publication 502 for examples of 

. qualified medical exp·enses). To the· extent pennttted by applicable law and 
as Is otherwise practfcable, th~ HRA optior) Is Intended to ·provfde a tax-free 
benefit. Due to future law changes, however-, there cao be no assurance of 
favorable tax ~ealment. · · 

b. Except as pro)'kfed below, if the employment of a HRA Participant tennlnates 
prior to attaining age 50 with five (5) years -of Serv!ce (as defined under. the 
appficable Pension Plan), the HRA Participant forfeits all amounts credited to 
the HRA Account. , 

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

d. If a HRA Participant dies while actively empfoyed after attainfng age 50 with 
five (5) years of Service, his/her spou~e and eligible dependents will be 
entlUed to use amounts credited to the HRA lo pay qualified medical 
expenses fmmediateiy. 

e. In the event of disabfnty or leave, the Company will conunu~ monthly service 
credits for the first 12 mot'i,th:3. The qompany wilt continue Interest qedits 
while the HRA Participant Is dlsabled or on leave .(and prior to recove,y or 
retirement). For HRA Participants on a mirtary leave, service credits and 
interest cre(litS witl continue for the fuQ ~~alified Jeave period. 
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June 10, 2004 
Page3 · 

If. 

f. tf the employment · of a HRA Participant Is lnvolu~tarily 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 hlsnttir HRA balance as of termination. The HRA Participant will 
l?e able to use amounts held In his/her HRA Account Jmmedlattlly folloWing 
the te1'11]fnatJon. 

g. For the term of the current Collectlve Barg~ln!ng 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 appropnate to comply with changes In the law. 

QUE§DONS 

Set forth below ate responses to some of the questions regarding the HRA OpUon 
rals~d In previous meetings. · 

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

A: Yes. Presently, the Comp!;3ny _ plans to allow all current, full-time 
employees to elect to stay In the TradlUonaJ Option or switch to the 
HRA Option. After January 1. 2005, new hf res and rehires will 
aufQl'riaUcally participate In the HRA Option. · · · -

2. Will an employee lie 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 hf~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 paJd out In cash. 
Favorable tax treatment is available for a HRA only if the HRA 
reimburses medical expenses ·as defined In Section 213(d} of ·the 
Internal Revenue Code. As stated below fror:n IRS Notice 2002-45, 
any right to receive cash · will disqualify the HRA from 
receiving favorable tax treatment. 

. •An HRA does not quaUfy 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 medlcal care expenses. If any person has su<;h a rfg~t under an 
arrangement currently or for any future ·year, all_ dfsbibutions to all 
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4. 

5. 

persons made from ,he arrangement In the current tax year c:1re . 
lncluded in gross Income, even amounts palcf to reimburse medfcal 
~re expenses. For exampl~ rt an arrangement pays ~ death benefit 
Without regard to medical care expenses, no amounts paid Ul)der U'le 
arrangement to arw p~ are reimbursements for medical care 
~xpenses excluded under § 105(b), •. Arrangements forrmiUy outside 
the HRA that provide for the -adjustment of an employee's 
compensation or ·an employee's receipt of ~ny other benefit wm be 
(X)nsldered lri detennlhing -whether the arrangement Is an HRA and 
Whether the benefits are ~lglble for-the exclusions under§§ 106 and 

• 105(b). ff, for e~pfe, In the year an employee retires, tt}e employee 
rebelves a bonus and the amount of th& bonus Is related to that 
emplo~•s maximum reimbursement amount remaining ·1n an HRA at 
the time ot retlremen~ no amounts paid under the arrangement are 
reimbursements for medical . care. expenses for purposes of § 
105(b) ... • 

Wh~t happens to the HRA balance upon dlsablllty .or extended leave 
from the Company? 

k. . See Section l(e). 

What happens to the HRA balance In the event of a termination of 
employment? · 

A; See Section I. 

6. W~at happen~ to the HRA balance If I die whll! actively empJoyed? 

A; . See Sectlon_s J(c) and l(d). Currently, the spouse and eligible 
depern;lents of ·an employee who dies while aqtively 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 dlsqualifylng event (for ·the spQUse. this would Include,· but 
nof be limited to, remarrying or becoming Medicare eligible; for an 
eligible dependent, It would include, but not be li~ited to, ceasing to 
qualify as an eligible dependent due to age). 

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

A: No. At this time, we do not plari to align our service credit or Interest 
credit to any Jnd~x. However, the Company wiU continue to evaluate 
It~ credlffng' levels. Subject to any collectiVe bargaining obfigatfons, 
the Company reserves the right to make adjustments, lnofuding 
lnaeaslng, decreasing or discontinuing credits unilaterally. 
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8. Will the openf ng HRA balances be calculated with retroactive interest· 
crediting? 

A: · No, Making re~oactive ·interest credtts would be cost prohibitive from 
the Company's perspecflve: 

9. What are ofher companies . doing with regards ~ post-retirement 
healthcare? 

A: See Hewitt survey previously ptovfded {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 fqr medical mcpenses as defined "in Section 213(d) of the 
Internal Revenue Code. See IRS publication 502 for examples of 
qu~ed medical expenses. · 

11. Who will admrnJster the HRA account balances? 

A,: Hewitt Asso.clates will track the HRA credits while HRA Pai:tfcipants 
are actiwly employe<f. The Company ts reviewing prop~ls from 
third party administrators .for post-retirement administration, but this 
~II llkely b~ Hewitt Associates. . . -

12. Will the HR!\5 ~e protected/guaranteed? 

A: The benefit under the HRA optlon Is based on a bookkeeping account 
and is not funded Ilka a 401 (k) pla11. See Section I regarding the 
Company's ablllty to amend. 

13. If the Company decides to ellmfnate the Traditional Option at a later 
date, Y!Ould employees be allowed to get in the HRA? 

A: Toe .Company perfodfcally evaluates its. benefit programs and would 
determine the appropriate course of action at that time. 

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

A: See Section .I. 

15. ff two Cinergy employees are married, can they make different elec.tfons 
with respect to the HRA Option? 
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A: Yes, one could elect to·remaln In the Traditional Option, and the other 
could elect the HRA Optfon; If they remain married during retirement 
and so elect, they would receive sut,skflzed coverage under the 
Traditional Option and have access~ amounts a-edited -to the HRA on 
behalf of.the other-spouse. Regardless, the electlons are Independent 
of each other. 

Please note that the explanation set forth above m8(8fy summarizes the basic elements of 
our currenUy propos~ design for the HRA Option. · The Company Is fn the process of 
work.Ing out the details of the HRA proposal anci necessarily reserves the right to work out 
those detaHs. The Company also reserves the rjght to mpre fully document the HRA 
Option, which option will be governed and construed In accordance with the tenns of the 
P.lan as adopted by the _Compa.ny. 

Very truly yours, 

~t~ 
-~~~p";;;(J 
General Manager 
Labor Relations 

' ) cc: r:vemagen 
P.'Glbson 
K. Feld 

bee: L Gregory 
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_;_ What are other companies doing wfth regards to post-retirement hEfatthoare? 
- - HeWltt Assoc~tes <:9nducted -a s~rvay · for the Henry J · Kafssr Family 

,,.... ... 
~ ) 

.... ) .. , . . 

FoundaUon between June and Septem~er 2003 .!9 understand how large 
· private-sector employers are handffng retiree heallh beneftts. The survey 
-lnduded respon$es from 45% of all Fortune 1 oo companies and ·30% .of all . 
Fortuna 500 oompanles, Among fhe·coinpanles surveyed this Is what they 

-had to say: ·· · 

• 10% hav~ t~rrnlnated all subsidized health benefits for future retfrees 

• 20% say they are very likely to terminate all subsidized .health benefits 
for future retirees 

~ • 35% of the flnns tennlnated benefits for future retirees and now 
· . . provide access-only to health. benefits wtth ff:le· reUree paying 100% of° 

the·cost . . 
.. . . . 

• 6% of employers shifted to a defined contribu1fon•approach · = . . . 

· • 7f% report havfng Increased retiree contributions to premiums fn the 
past year 53% report increases to pf~n desfgn ~st ·sharing . . 

• 5_7:% inaeased pr~scriptlon.drug co-payments : 

- • 12~ now requlre·rnandatory rnall-o~er reftHs for maintenance drugs 
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Employees hired. before Januaty 1, 2005, who elect the subsfqy option and who re11re from the 
company o'°' !Jf ~~ age. 6.Q With at least five years of service, may be entitled tp a post­
retirement health care subsidy from the company dependent on thelr years of service at 
retirement. . 

Subsfcly Schedule: 

se·rvtce at Retirement (Pre-65 onJy) 

30+ . 50% . 
29 45% 
28 ·40% 
·21 .. 35% 
26 30% 
25 26% 
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% 
6 0% 
7 0% 
:6 0% 
5 0% 
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Mr. James Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 41071 
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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 with 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 th is letter accurately reflects the parties' agreement. 

Very truly yours, 

M.~ 
J~ ~·-Alvaro 
Vice President, Labor Relations 
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April 15, 2015 

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

RE: Post Retirement Healthcare 

Dear Mr. Anderson: 
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u'ke't!nergy 
139 East Fourth St 

Cincinnati, OH 45201 

During the 2015 negotiations, the parties discussed post-retirement healthcare benefits. This letter 
amends the Post-Retirement Medical Benefits Sidebar Letter A-42 dated June 1 0 2004 and A-42a dated 
April 13, 2012. and confirms these discussions and the resulting agreement. 

Access to Post-Retirement Health Benefits 

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

Sobsidies;Comoany Contpbutions -Tradltlonal Option 

For employees who terminate on or after October 1 2015 the Traditional Option· 1s hereby amended to 
provide contributions towards the cost of post-retirement healthcare coverage, in the form of credits to a 
newly established Subsidy Health Reimbursement Account ( Subsidy HRA ) only for individuals who are 
under age 65 and who are 

• In a group eligible for a medical subsidy under the rules in effect prior to October 1 2015 which 
is limited to those hired prior January 1 2013 and 

• At least age 55 • ith at least 10 years of service at term,nation of employment. 

The amount of the contnbut!ons will vary as follows: 

• Eligible employees age 50 or older by October 1, 2015 will recelvo (during retirement) a pre-65 
contribution of $350 per month, plus $175 per month for their spouse/domestic partner, if any; 
and 

• Eligible employees younger than age 50 as of October 1, 2015 will receive (during retirement) a 
pre-65 contribution of $250 per month, plus $125 per month for their spous01domestic partner, if 
any. 

Sidebar Letter A42b 
Page 1 



Subsidies/Company Contributions - HRA Option 

Effective October 1, 2015, the "HRA Option'' Is hereby amended such that: 
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• The Company will discontinue crediting 1/12 of $1,000 each month to the health reimbursement 
accounts for those employees who have a health reimbursement account under the HAA Option, 
with interest credits continuing; and 

• The Company will offer a choice window in 2015 to employees who have a health reimbursement 
account under the HRA Option to elect whether to continue In the HRA Option (modified as 
described in the above bullet) or to forego their rights to their modified health reimbursement 
accounts under the HAA Option in exchange for participation In the Traditional Option (modified 
to provide credits to a Subsidy HRA as described above). 

Miscellaneous 

The post-retirement health benefits described above will feplace the post-retirement medical coverage 
options In effect prior to October 1, 2015, for employees who terminate on or after October 1, 2015, 
including those described in Sidebar Letters A-42 and A-42a. These benefits will be governed by and 
construed in accordance with the applicable plan documents. 

In all other respects, Sidebar Letters A-42 and 42a shall continue in accordance with their terms. 

Sincerely, 

~ 
Alvaro 

or, Labor Relations 
Duke Energy 

Sidebar Letter A42b 
Page.2 
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April 21 , 2005 

Mr. Jim Anderson 
President 
l,Jti!ity Workers Union of America 
IUU Local 60C>° 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Temporary Upgrading 

Dear Mr. Anderson: 

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 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 tecf:lnical 
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 classiflcation 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 ls 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. 

V~ry truly yours_, 

'£.:~ 
General Manager 
Labor Relc.)tions 

A-46 
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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 Co.rp. 
139 East Fourth Street 
P.O. Box 960 . 
Cincinnati, OH 45201-0960 

fCINERGYe 
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 b.e utilized in the near future that will reduce the need for 
meter readers to perfonn 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 cc;mditions: 

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-tlme 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 appropriate 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 sucll overtime. 

s. Part-time Meter Readers will receive the appropriate compensation for overtime 
when they work in excess of &-hours in a day or any other regular1y scheduled shift 
that is longer than 8 hours. 

A-48 
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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 ov~rtin,e, 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, supe,vision must 
maintain the rigtit 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 regµlar full-time East Meter 
Readers will be minimized. 

CJll~ 
~.Polle{} 

2 

General Manager 
Labor Relations 

! 
\ 

~ 

I 



April 21, 2005 

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

Re: lnterplant Seniority Rights 

Dear Mr. Anderson: 

ATTACHMENT RHM-6(b) 

Cinergy Corp. 
139 East Fourth Street 
P.O. Box 960 
Cincinnati, OH 45201..0960 

CINERGY. 
CG&E 
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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 al!eviated. 

Very truly yours, 

2f-r-~ 
John E. Polley 
General Manager 
Labor Relations 

A-49 
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April 21, 2005 

Mr. Jitn Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Strel;}t 
Newport, Kentucky 41071 

Re: Treatment for Substance Abuse 

Dear Mr. Anderson: 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box 960 
Cincinnati, OH 4520l-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 
dl~ction 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 burderi imposed upon fellow employees, and to minimize lost 
productivity and absenteeism caused by substance abuse. Employees who are unwilling to 
accept the responsibifity for their own behavior or who refuse to participate in a necessary 
program will, 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, 

ft:~~ 
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 
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Cinergy Corp. 
139 East Fourth Stteet 
P.O. Box 960 
Cincinnati, OH 45201-0960 

CINERGY. 
CG&E 

Re: Personal/Diversity Day Requests 

Dear Mr. Anderson: 

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 1hat this agreement will be mutually beneficial for all involved. 

Very truly yours, 

'i)Q-£-~ 
John E. Polley 
General Manager 
Labor Relations 
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Mr. Jim Anderson 
President 
Utility Workers Union of America 
IUU Local 600 
810 Brighton Street 
Newport, Kentucky 41071 

Re: Vacation Carryover 

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

fCINERGYe 
CG&E 
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During the 2005 negotiations, r~presentatives of the Company and the Union 
discussed carryover vacations. 

As agreed, for the tenn 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, 

~t~ 
John E. Polley 
General Manager 
Labor Relations 
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April 21, 2064 ).O'J? 

Mr. James Anderson 
President 
Utflity 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 4S201-0960 

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 fn 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 withln a bidding area, the right to bump junior 
employees in other job classffications 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 ba$is, 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 more years of system service, they will maintain their job titles 
and wage levels and be eligible for negotiated increases and bonuses. This only 
a_pplies 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 
~greement of the parties. 

This accurately 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: Retirement Plan Agreement 

Dear Mr. Anderson: 
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DUK£ ENERGY CORPORATION 
139 East Fourth St. 
PO Box 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 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 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 Co~version 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 BenefiJ (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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Mr. James W. Anderson 
June 2, 2008 
Page2 

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, 20.13 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 stilf 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: 

Employe.es 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 enham:;ed 
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 vo!unteer 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.Q% ~.011/o 
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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 curr.ent final average pay formula, will not be eligible for the higher 
incentive payout, .but will continue their eligibility for the current Cinergy 401(kr) Plan 
formula and Will b~gin participating in an annual incentive plan, with a maximum 
award of 2% based on the achievement of goals as set forth below: 

TRADITIONAL RETIREMENT PLAN - UEIP 

Goal L~vel1 Level2 Levef 3 

Comp~ny 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, 2013, surviving the 
termination of the 2008 - 2012 Contract, and shall continue in full force through succeeding 
contracts, or in the absence 9f succeeding contracts, unless changed by mutual agreement 
of the parties. 

Very truly yours, 

~~ 
v,ce Presic;jent 
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Mr. James Anderson 
President 
Utility Workers Union of America 
Local600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Amendment to A-58 Retirement Plan Agreement 

Dear Mr. Anderson: 
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During the 2015 negotiations, the Company and the Union discussed changes to the Company's 
retirement programs. This letter sets forth the changes that were agreed to by the Company and the 
Union. 

Retirement Benefits for New Hires 

For employees hired or rehired on or after January 1, 2016, the Company will provide an annual 
contribution to the Duke Energy Retirement Savings Plan ("ASP") in the amount of 4% of the employee's 
annual compensation (including base, overtime, and incentive compensation) in accordance with the ASP 
plan documents. Such newly hired or rehired employees also will be eligible for the Company-provided 
matching contribution equal to 100% of the before-tax (and Roth) contributions made up to 6% of eligible 
compensation In accordance with the ASP plan documents on the same basis as employees hired or 
rehired prior to January 1, 2016. Employees hired or rehired on or after January 1, 2016 will not be 
eligible to participate in the Cinergy Corp. Union Employees' Retirement Income Plan (the "Retirement 
Income Plan"). 

Cash Balance Interest Credit 

The cash balance interest credit rate under the Retirement Income Plan for pay credits made on and after 
January 1, 2016 will be based on a 4% interest rate (0.327% monthly equivalent interest rate). For 
purposes of clarity, the cash balance Interest credit rate applies to cash balance participants and the Part 
B benefit for participants who have a Part A (traditional) and Part B (cash balance) pension plan benefit. 
The Part A (traditional) portion of the participant's benefit will not be affected by this change. 

Retirement Income Benefit for Long-Term Disability 

A participant who starts receiving long-term disability benefits on or after July 1, 2016 will receive Interest 
credits under the Retirement Income Plan's cash balance formula while disabled, but will not receive pay 
credits while long-term disabled, in accordance with the Retirement Income Plan documents. This change 
will not apply for any individual who starts receiving long-term disability benefits before July 1, 2016, or 
participants under the traditional formula, or for the Part A benefit for participants who have a Part A 
(traditional) and Part B (cash balance) pension plan benefit. 

Sidebar Letter A58a 
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For purposes of clarity, as previously agreed, the Company may in its discretion merge the Retirement 
Income Plan into the Duke Energy Retirement Cash Balance Plan or other defined benefit plan 
maintained by the Company. In accordance with applicable law, any such merger will not reduce 
participants' accrued benefits. 

The complete provisions of the Company's retirement plans are set forth in the plan documents, as 
amended to make administrative changes, legally-required changes and/or technical changes that do not 
reduce the benefits formula. In the event of a conflict between any other communication and the plan 
documents themselves, the plan documents control. 

It is thought that this letter accurately describes the agreement reached by the parties regarding 
amendments to Sidebar Letter A-58 relating to retirement plan agreements. 

Sincerely, 

.01~\C 
Alvaro 
r, Labor Relations 

Duke Energy 

Sidebar Letter A58a 
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DUKE ENERGY CORPORATION 

June 2, 2008 

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

RE: Sabbatical Vacation Bank and Vacation Credit Programs 

Dear Mr. Anderson: 

139 E~st Fourth SI. 
PO Box 960 
Cincinm1t1~ OH 45201 -0960 

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, 

M~~ 
Vice President 

Attachment 

A-59 
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ATTACHMENT A 

REVISIONS TO THE SABBATICAL VACATION BANK 
AND VACATION CREDIT PROGRAMS 

FOR UWUA, LOCAL 600 

Effec.;tive 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 elimin.ated for el'l']plpyee~ who are younger than 47 years old 
c!S of Decembe;r 31, 200~. 
Employees who are 47 years old or older as of ·oecember 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, tne 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 

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

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

• Vacation credits will 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 61

n 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 6th 

week of vacation time off during their 32nd 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 6111 week of vacation as "time off' in lieu of a service credit. 

THE .SCHEDULE: 
Age as of: Maximum B.anked Vacation 
12/31/2008 (including vacation and 

service credits) 
47 10 
48 1'0 
49 10 
50 12 
51 14 
52 16 
53 18 
54 20 
55· 22 - 56 22 
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Mr. James W. Anderson 
President 
Utility Workers Union of America 
local600 
810 Brighton Street 
Newport, Kentucky 41071 

RE: Union Employee Annual Incentive Program (UEIP) 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORATION 
139 £,1st Fourth St. 
PO Bo~ 960 
Cincinn11t1, 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·oa·J Le:iiel 1 Level 2 Level3 
Company Financial Result .75% 1.5% 3% 

Safety .5% .75% 1% 
Customer Satisfaction .5% .75% 1% 

1.75% 3.0% 5.0% 

A-60 
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Annual Incentive Plan SummaJV Changes for those who remain in the Traditional 
Retirement Program: 

Employees who elect to remain in the Cinergy Tradition~! Program, which provides 
benefits under the current final average pay formula, will not be eligible for the higher 
incentive payout, but wil_l 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, 

ij:~ 
Vfce President 
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April 15, 2015 

Mr. James Anderson 
President 
Utility Workers Union of America 
Local600 
810 Brighton Street 
Newport, Kentucky 41071 
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RE: Amendment to A-60 Letter Regarding the Union Employee Annual Incentive Plan (UEIP) 

Dear Mr. Anderson: 

During the 2015 contract negotiations, representatives of the Company and the UWUA, Local 600 
{"Union") discussed eligiblllty for the Union Employee Annual Incentive Plan ("UEIP"). As a result of those 
discussions, the parties agreed to amend Letter A-60 dated June 2, 2008 as set forth below. 

Beginning with the 2015 calendar year performance period under the UEIP, the Company will provide a 
prorated UEIP payment (calculated as set forth below) to any eligible Union employee who meets the 
following criteria during a performance period: (i) works for at least six complete calendar months, and (ii) 
retires (as defined below). 

Such prorated UElP payments shall be paid in the first quarter of the calendar year immediately following 
the applicable performance period at the same time and on the same basis as other UEIP payments are 
made to other eligible Union employees, and any such prorated UEIP payment shall be calculated based 
on the eligible earnings of the retired Union employee during the applicable performance period and 
actual achievement relative to the pre-established goals set forth in Letter A-60. 

For purposes of clarity, in no event will a Union employee who does not meet the criteria set forth in this 
letter be eligible for a prorated UEIP payment for a performance period if he or she Isn't employed on 
December 31st of the performance period. For purposes of this Letter, "retire" means separate from 
employment with the Company after having attained at least age 55 and 10 years of service (as 
determined for purposes of access to Company sponsored retiree medical coverage). 

In other respects, Sidebar Letter A-60 shall continue in full force and effect herein for the duration of the 
2015 • 2019 Agreement, unless changed by mutual agreement of the parties. 

S~inc~•~ 

J Alvaro 
D ec or, Labor Relations 
Duke Energy 

Sidebar Letter A60a 



DUKE 
ENERGY. 

April 15, 2015 

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

RE: Cincinnati Call Center 

Dear Mr. Anderson: 
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During the 2015 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 followlng 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. Full time CSRs will be 
eligible to receive a $0.50 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 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 of the performance measures and will discuss with the Union upon written request. Any 
employee, 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. 

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. 

Sidebar Letter A61 
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Employees (including 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 Call Center may elect to observe the actual holiday or the Company designated holiday based on 
business needs. Prior to December 31 of each year the Company will notify employees of the holiday 
schedule for the following year. Employees scheduled to work the holiday designated by the Call Center 
that are excused from work by the Company will receive holiday pay for the regularly scheduled hours 
they would have worked on the hot!day. All other employees will receive eight hours of holiday pay. 
Twelve hour and nine hour employees working on the holiday designated by the Call Center will receive 
time and one-half pay for their scheduled hours. If the employee exceeds their scheduled hours, double 
time will be paid for those hours worked in excess of their schedule. 

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 available representatives within the Duke Energy Call Centers or 
outsourced center{s). The outsourced portion of this work is not subject to any related side­
letter agreements. 

Premium for Specialties 

• Employees in developmental roles wlll receive $1.75 per hour in addition to the employee's 
normal hourly wage rate. These roles currently include the training of new employees and 
performing the duties of On Job Trainer. This premium may be applied to other roles as 
determined by the Company. Prior to applying this premium to other duties, the Union and 
Company will meet at least thirty days in advance to discuss. 

• 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. The starting wage rate 
for new full-time Customer Service Representatives will be $12.00 per hour and the maximum will be 
$15.08 per hour. In accordance with the Collective Bargaining Agreement new employees will be 
classified as probationary for a period of one year. Probationary CSRs will not be eligible to apply for 
other positions for a period of twelve months from the date of hire. Employees meeting the educational 
requirements for technical positions represented by the UWUA will be eligible to apply within the twelve 
month period. 

Based on business needs there may be a requirement for part time CSRs. 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 2012 two new schedules were agreed to; 

A) 3 t\\lelve hour days and 1 four hour day. 

B) 4 nine hour days and 1 four hour day. 
Sidebar Letter A61 
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The Company reserves the right to implement these and other schedules based on business needs. At 
least 30 days prior to implementation, the Union and Company will meet to discuss the schedule. 

The Company will make every attempt to notify effected employees within a reasonable amount of time 
when planned overtime is being cancelled. 

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, wtll 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 four personal days and one diversity day. 

Applicable to Service Installation 

Customer Service Representative - Service lnstallatlon (CSA·SI) within the Customer Relations bid area 
will have a minimum wage rate of $16.50 and a maximum wage rate of $19.00 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 CSA-SI position plus any merit increase that the employee 
had received since their promotion, not to exceed the maximum wage rate for the CSA classification. If 
the employee is demoted, they will not be considered for promotion for an additional nine months, from 
the date of demotion or last corrective action. During the first six months, an employee can request to 
demote from CSA-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 CSA-SI classification will receive a $0.25 merit Increase every six months In 
accordance with the December 29, 2000 Patrick P. Gibson Letter until reaching the maximum rate of pay 
and will be eligible for the General Wage Increase. 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. 

Employees accepting a Customer Service Representative - Service Installation position will not be 
eligible to cross or laterally bid for a period of nine months from the date they enter the classification. 

This letter will be in effect during the term of the 2015 - 2019 Agreement. 

Sincerely, 

hi~ 
Director, Labor Relations 
Duke Energy 
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Negotiated 
Title Wage Range Base Wage 

Increases 

CSR1 S 12.00 • $15.08 See#3 

CSR· PTl1 $15.08 See #2 

CSR-PTN1 $11 .00 · $12.00 See 112 

CSR·S1' S16.50 • $19.00 See 114 

Order Processing Rep N9 Same as Clerical 

Corporeto 
Merit lncreesaa Incentive 

Bonus 

$0.50 every six months Yes 

NIA Yes 

S0.25 every six months. Yes 

S0.25 every s,x months. Yes 

$0.25 every six mon1hs. Yes 
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Call Center 
Incentive Bonus 

Up to $500 per Quarter 

Up to S375 per Quarter 

Up to $375 per Quarter 

See IS 

See #5 

1. The minimum and maximum wage rates for the Service Installation Representative, CSA-PT/, CSR­
PTN, and CSR positions will not increase with annual base wage Increases. 

2. Any CSR, 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. Once an employee reaches the 
maximum rate of pay, the GWI will be in the form of a lump sum payment. 

4. Employees below the maximum rate of pay will receive the General Wage Increase (GWI) applicable 
to the Clerical Unit. Once an employee reaches the maximum rate of pay, the GWI will be in the form 
of a lump sum payment. 

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

6. Any employee below the new minimum rate of pay will be increased to new minimum with next 
payroll following contract ratification. 
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June 2, 2008 

Mr. James W. Anderson 
Presiden1 
Utility Workers Union of America 
local600 
810 Brighton Street 
Newport. Kentucky 41071 

RE: Part-Time Employee Benefits 

Dear Mr. Anderson: 
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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 

Pension 

401(k) 
.. - -·-··-

Medical 

Dental - - ·· . ·-- ,. 

Vision 

Flex Spending Accounts 

Short-Term Disability (STrn 

Bereavement 

Holidays 

Personal Dav 

Vacation 

Suoolemental Workers' Comoensation 

Jury Duty & Witness Pav 

Shift/Sunday Premiums 

Life and AD&D Insurance 

De~endent Life Insurance 

Very truly yours, 

~-06\w 
J~.Alvaro 
Vice President 

-

Comment 

Onlv if work greater than 999 hours in a 365 day period 

Same as full time emolovees ... 
Same as full time emoloyees ---·-~-
Same as full time emolovees -------
Same as full time emolovees 

Same as full time emolovees 

After 12 consecutive months of emoloYment 

Dav of funeral only 

Only if holiday falls on a r~ular scheduled work day 
One personal day after 12 consecutive months of 
employment 
Number of hours regularly scheduled per week times # of 
vacation weeks based on vears of service 

Same as full time employees 

Only if it falls on a reaular scheduled work dav 

Same as full time emolovees 

Same as full time emolovees ·-Same as full time emolovees 
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President 
Utility Workers Union of America 
Local600 
81 0 Brighton Street 
Newport, Kentucky 41071 

RE: Meter Reading Travel Allowance 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORATION 
139 East Fourt/1 St. 
PO Box 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 pf 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, 

~ ·.~ 
Vice President 

A-63 
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April 15, 2015 

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

RE: Revenue Services Representatives 

Dear Mr. Anderson: 
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Ouko Entri}' 

During the 2012 negotiations, the parties discussed consolidating the current three work groups 
within the Revenue Services Department Into one newly created job classification titled "Revenue 
Services Representative'' (RSA). 

Specifically, Revenue Services currently Is comprised of three work groups: (1) Billing, (2) Accounts 
Receivables, and (3) Payments. These three work groups' functions will be combined and 
perfonned by the newly created ASR position. As part of the 2015 negotiations, the parties have 
agreed to the following; 

1. Wage Rate: The minimum rate of pay for the ASA position is established at $16.50 per hour, 
and the maximum wage rate Is $19.00 per hour. The minimum and maximum wages will not 
Increase during the term of the contract. Any employee below the new minimum rate of pay 
will be Increased to new minimum with next payroll following contract ratification. Employees 
below the maximum rate of pay will receive the General Wage Increase (GWI) applicable to 
the Clerical Unit. Once an employee reaches the maximum rate of pay, the GWI will be In the 
form of a lump sum payment. 

2. Selection: The Company will give first conslderatlon to full-time employees over part-time 
employees In the competency-based selectlon process for the RSA position when all other 
things are equal. UWUA represented employees will receive an additional point(s) as 
provided for in Sidebar Letter A65. 

3. Incumbent Employees: Incumbent employees will perfonn 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 clas$iflcatlons in accordance with the Collective Bargaining 
Agreement. In addition, these employees will retain all bid and rollback rights In the 
Customer Relations Bidding Area. 

Sidebar Letter A64 
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4. Tamper Theft Work -The Company and the Union agree to establish a $1.75 per hour 
premium to be paid to employees in the RSA position when management assigns them to 
perform tamper theft work. Management will assign full-time employees to perform specialty­
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 pr higher level 
discipline for one year. It is anticipated the number of employees performing this work will 
vary based on work load. Should additional specialty type work be brought Into these work 
groups the company will meet with the Union, at their request, to determine whether the 
premium Is applicable to the work. The Company reserves the right in its sole discretion to 
determine whether the premium is applicable. 

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 2015 - 2019 Agreement. 

Sincerely, 

I 

.Ob,~ 
J Alvaro 
D r, Labor Relations 
Duke Energy 
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April 15, 2015 

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

RE: Competency Based Selection (CBS) 

Dear Mr. Anderson: 
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Cincinnati, OH 45201 

During the 2015 negotiations, the Company and Union discussed the ongoing implementation of a 
Competency Based Selection (CBS) Process for certain job classifications. Specif!cally, this process will 
be utilized when filling certain clerical jobs designated as Level NB and above and certain technical jobs 
designated as level T4 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 the basic qualifications, as set forth 
In the job description are met. 

• To supplement their application, Company employees may print copies of their training records, 
job history, or other similar documents relating to their employment from the Employee Center on 
the Company's portal, and provide such documents to interviewers during the interview process 
or as attachments to their electronic application. All such documents provided by employees will 
be considered by the Company. 

• 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 
Skflls Assessment. 

• Absent unusual circumstances, candidates will be interviewed by a team of at least three qualified 
interviewers as determined by the Company. 

• Company employees will be provided with advantage points in the process that will not be 
provided to external applicants. Specifically, the advantage points will be calculated as follows: 

o One point will be provided for existing UWUA members: and 

o One point will be provided for existing UWUA members who are full-time employees. 

Accordingly, a part-time UWUA member would be provided with one advantage point and full­
time UWUA members would be provided with two advantage points. 
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• Seniority will be the deciding factor it there are two full-time, internal candidates who are equally 
qualified as determined by the Company. 

• Unsuccessful candidates under this process will be provided with additional interview training 
and/or assistance with resume preparation upon their written request to their HR Business 
Partner. 

The process, as outlined above, will be used tor 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 B Gas Layout Technician 
Gas Document Specialist T&D Support Technician 
Customer Relations Clerk B (excluding moves 
due to hand-raisino in Order Completion) 

Control Technician I 

Office Coordinator Sr. Gas Layout Technician 
Revenue Services Representative GIS Technician II 
Service Installation Representative GIS Tecllniclan l 
Customer Experience Support GIS Team Lead 
Senior Work Management Specialist LIT Support Agent II 
Land Analyst LIT Support Agent I 
Gas Office Coordinator T&D Design Technician 
Gas Operations Support Specialist Design Technician 
Customer Relations Representative C Operations Technician 
Customer Relations Clerk C Sr. Substation Design Technician 

Sr. Surveying Technician 
Sr. T&D Design Technician 
Distribution Technician 
Substation Design Tecllnlclan 
Surveying Technician 
Sr Graphics & Design Technician 
Sr Transmission and Distribution Technician 
Sr T&D Support T echniclan 
Gas Marketing Specialist 
Sr Gas Marketing Specialist 
Configuration Management Specialist 
Engineering Specialist I, II and Ill 

Additionally, the Company would use this process to fill any newly created job classifications that are at or 
above the NS 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. 

Sincere!~ 

Alvaro 
r, Labor Relations 

Duke Energy 
Sidebar Letter A65 
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Sidebar Letter A70· 
fc DUKE 
~ ENERGY. UWUA Severance Program 

A severance program will be offered to employees represented by the UWUA who are designated as eligible by 
management in selected areas of the Company. Eligible employees 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 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 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 

• Employees are required to remain employed in good standing until their release date, which will be established 
by management in its sole discretion. 

• Employees 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 severance program, in its sole discretion. 
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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 

A-71 
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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 first 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' collective bargaining agreement relating to 
outsourcing. 

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

Very truly yours, 

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

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

RE: LIT Support Agent Job Progression 

Dear Mr. Anderson: 
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Duke EnerfY Corporation 
139 East Fourth St. 
Cincinnati, OH 45202 

Michael A Clccarella 
Labor Relations Consullam 
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 

• LIT 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 Hourly Rate Maximum Hourly Wage Merit Increase 
LIT Support Agent I $30.71 $33.71 $0.25 
LIT Suooort AQent II $25.97 $28.97 $0.25 
LIT Suooort Aoent Ill $21.88 $24.50 $0.25 

Individuals placed initially 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. 

Sidebar Letter A73 
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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 fa ll within the LIT 
Support Agent I classification. When such assignments are made Sidebar Letter A-15 will prevail. 

Emergency Overtime Ca/louts 

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 
c;:onsidered 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 Support 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 commitment 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 letter to me at your earliest convenience. 

Sincerely, 

- ... 
111dJ~ 

Michael A. Ciccarella 
Labor Relations Consultant 
Duke Energy 

, President 
nion of America, Local 600 
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Mardi 31, 2011 

Mr. Jim Andefson 
~t 
Utility Workers Union of America 
Loc:ai 600 
810 Brighton Street 
NEIWP.()rt, Kentucky 41071 

RE: On Cs!/ Rot,8fion - Local IT Support 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORATION 
139 E. F04Plh &wt 
P.O. 8o.r96Q 
Cltlcitlnoli. OH ffi01--0960 

MIC!laelA.~la 
513.287.5022 {Tel) 
513.287.1760 (Fax) 

Per our recent ~1$CuSSiOn, the Company Is esJ:ablishing an on call ro18tion for emp!oyees in the Local 
lnf0,11'nalio1i Technology job progression. As we discussed, the employee in the UT I classification iS 
excluded from 1hls r$IIOn due to bu;siness needs· at this tlma. However, it Is acl<nowlet!ged and agreed 
that the Company has the sole disemtion to include emp[oyee(s) in the UT I classification in the rotation if 
bl.lSil'less requirements Change in the futwe. 

W'hile on call, emp{oyees will be compensated at the rate of S16.50 per day. In addition, the minimum call 
out will be two hours. If a second call out i8 required within two hours of the first call out. it will be 
cons~ a comfnuatlon of thlt ~ call out As previou31y asre:ect to, employees will be permitted to 
respond from locations other than 3 Duka En&fgy facility. It an employee does not travel in M ier to 
AtSpOnd, then no travel time ww1J be paid. 

Employees failing to respond to a call out in a timely manner may be subject to discipllnaJY action, up to 
and including discharge. 

Sinceraly, 

Michael A. Ciccarella 
Labor Relations CorrSultant 
DukeEne,gy 

For 1he Union: 

~-- ---

A-74 



ADuke 
riff Energy. 

January 16, 2012 

Mr. Jim Anderson 
President 
Utility Workers Union of America 
LocalSPP 
810 Brighton Street 
Newport, Kentucl<y 41071 

RE: G.l. S. Job Progression 

Dear Mr. Anderson: 
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DUKE ENERGY CORPORATION 
139 E. Fourth S/Tfft 
P.O. Box960 
Cinci:meti, OH 45201-<>960 

Micflaet A. Ciocarella 
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 Bidding area. The classifications and wage levels are as follows: 

Job Title _ Wa9.e Level ! 
GI$ Team lead T8 
GI$ Technician I T7 
GIS Technician II TS 
GIS Anorentice T4 

As discussed, at the lower two levels (GIS Apprentice and GIS Technician II) lateral movement within the 
bidding area can occur it employees are qualified. In addiliOn, 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 attached the revised promotional chart for Electric Operations and the Job 
descriptions. Th.e Company reserves the right to change or modify these job descriptions in accordance 
with the Collective Bargaining Agreement. I believe that this letter adequately describes the discussions 
held regarding this matter. If the Union is in agreement with this proposal please retum a signed copy of 
this letter to me at your earliest convenience. 

1}/~J~ 
Michael A Ciccarella 
Labor Relatfons Consultant 
Duke Energy 
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December 20, 2012 

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

Re: Foreign Utility Assistance 

Dear Mr. Andersen: 
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CONSTRUCTION PLANNING 

Duke Energy Corpora/ion 

139 Eas/ Fourth S/1eel 

Cincinnati OH 4520 2 

This letter documents our discussions and agreement concerning emergency work 
performed for other utilities. The following guidelines will apply when employees 
represented by UWUA Local 600, are called upon to work for a foreign utility in 
emergency situations. 

Compensation Guidelines: 

• All hours of travel or work will be paid at the rate of time and one-half. 
• After 16 consecutive hours of work, Article XII, Section 2(c) will continue to apply. 
• Compensation when traveling begins when the employee begins driving toward 

their destination and ends when the employee arrives at the final destination of 
the day. 

• When employees reach their destination and are to begin work, compensation 
will begin when the employee leaves the host Company staging area. If the 
staging area is away from the place of lodging and crews have to be transported 
to the staging area, then time begins when the employee leaves the place of 
lodging. 

• Compensation ends for the work day when the employee returns to the host 
Company's staging area. If the staging area is away from the place of lodging 
and crews have to be transported, then the time will stop when the employee 
returns to the place of lodging. 
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CONSTRUCnON PLANNING 

Duke Energy Coiporalion 

139 East Fourlh Street 

CUlCinnali. OH 45202 

• Employees required to work ten consecutive hours or more, shall be furnished a 
meal or compensation in lieu thereof (in accordance with the Contract), and an 
additional meal or compensation in lieu thereof, for each contiguous five hour 
interval worked thereafter until released from duty. 

• Employees are not eligible to receive a daily per diem allowance. 

Crew Assignments: 

• Management will determine which bidding areas will be eligible to participate in a 
deployment, and the number of employees and crews from each of the bidding 
areas. 

• During their deployment, employees are expected to comply with the Duke 
Energy Code of Business Ethics and related policies and procedures. 

This letter will be interpreted and applied to comply with all laws. To the extent that th is 
letter conflicts with any applicable law, the law will prevail. The current Contract will 
remain in effect for issues not addressed herein. 

Sincerely, 

4-- ~d-/ 
Marc W. Arnold 
Director Design Engineering OH/KY 

cc: L. Gregory 
R. Atkins 
M. Ciccarella 
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Maya, 2014 

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

RE: Senior Work Msnsaemeat SuQoort Spgciatist 

Dear Mr. Anderson. 
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Ct.ice Er.uv 
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I am writing In regard to our conversations regarding the estabflshment of Iha Senior Work Management 
Support Specialist within Midwest Dellvery Operations. AF> we have discussed, the minimum hourly rate 
for this posillon will be $31.02 and a maximum rate of $31.52 per hour. Merit increases will be 
administered ~ outlined In tfie Coll9Clive Bargaining Agreement. Furthermore, Sidebar Letter A65 
(Competency Based Selection) wilt be applicable to this position. Also as discussed, the Company will 
agree that the first three positions will be limited to qualified UWUA represented employees plus any 
additional positions for two years after entering this agreement. In the event that three positions are not 
filled within two years, the agreement will be extended until such time as three total positions are offered. 
This agreement In no manner restricts the Company's right to revise this job description In the future as 
provided for in the Collective Bargaining Agreemenfor any applicable sidebar letter. 

I believe that this letter accurately describes our conversations regarding this Issue. If you are in 
agreement, please sign and return this letter to me. 

Slnceraly, ,/"' 

m ·, 1
1 ,r , / 

·<-t/1.e-.i.P( .itl'<! !ll.L 
Micha~ A. Ciccarella 

· • Senior HA Consultant 
Labor Relallons KY/OH/Carolina 
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April 15,2015 

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

RE: Separation of Delivery Operations and Gas Operations 

Dear Mr. Anderson: 
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Duke Energy 
139 East Fourth St 

Cincinnati, OH 45201 

During the 2015 negotiations, the parties discussed the separation of Midwest Delivery Operations and 
Gas Operations relating to clerical functions performed by Office Coordinators, Customer Projects 
Recourse Specialists, and employees assigned to the Order Completion role. 

As discussed, the work being performed by the above referenced classifications is being divided between 
the Midwest Delivery Operations (Electric} and Gas Operations (Gas) business units. As such, two new 
positions are being established in the Gas Operations Clerical Bid Area, Gas Office Coordinator (Gas QC) 
and Gas Operations Support Specialist (GOSS). Employees In the Office Coordinator classification 
currently assigned to Gas Operations will be reclassified as Gas Office Coordinators. The Customer 
Projects Resource Specialists (CPRS) currently assigned to Gas Operations will be re-classified Into the 
new Gas Operations Support Specialist position. Employees currently performing the Order Completion 
role will remain In their respective classifications in the Customer Relations Bid Area. 

The wage levels for the new positions remains the same as the existing Office Coordinator and CPRS 
classifications. The Company maintains all rights provided under the Collective Bargaining Agreement 
and applicable sidebar letters to revise job descriptions and/or discontinue filling these job classifications 
based on future business needs. Should such material revisions occur to the job descriptions, UWUA 
Local 600 may request a re-evaluation by the Job Evaluation Committee as provided for In the 
Agreement. 

In order to give incumbent employees a final opportunity to move between the electric and gas bidding 
areas, the next three vacancies in either bidding area for an OC or a Gas QC will be filled by cross 
bidding (hand raising) as a combined area. The process for each vacancy will continue until the original 
posting is filled. This same process will also apply for the next CPAS or GOSS vacancy. Once this 
commitment is fulfilled, vacancies will be filled using the Competency Based Selection process in 
accordance with Sidebar Letters A21 (CPRS) and A65 and hand raising will apply only within the 
individual bid area. 
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!n the event of a work force reduction, the Office Coordinator and Gas Office Coordinator classifications 
will be combined for the purpose of determining any rollbacks or layoffs. The same will apply for the 
CPAS and Gas Operations Support Specialist classifications. 

Sincerely, 

-Ob~ 
Alvaro 
r, Labor Relations 

Duke Energy 
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April 15, 2015 

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

RE: Global Positioning Satellite (GPS) 

Dear Mr. Anderson: 
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Dul<s Ensrgy 
139 East Fourth St 

Cincinnati, OH 45201 

During the 2015 contract negotiations, the parties discussed the use of Global Positioning Satellite (GPS) 
system and other types of technology being contemplated for use in Company vehicles. 

The primary purpose of the GPS and similar technology ls to allow the Company the ability to more 
efficiently manage and assign work and to enhance safety by allowing us to locate a vehicle In the event 
we have lost contact with someone or a vehicle has been stolen. As discussed, it is not the Company's 
Intent to constantly monitor employee's whereabouts using the GPS or other technology for the purpose 
of issuing corrective action. 

Although its primary use is for managing work, the Company may review and rely on technology and/or 
the information obtained through its use to aid in an investigation where there Is reason to believe an 
employee may have violated a Company policy or work rule, and the violation may be substantiated or 
disproven by such a review. To the extent the Company does rely on such information, the Company will 
treat similarly-situated employees in the same manner. Any such Information, upon which the Company 
reties for purpose of imposing corrective action, will be provided upon request by the Union in accordance 
with applicable law. 

In accordance with the March 29, 2007 GPS Letter, the Company is providing notice to the Union that the 
amount of history maintained In these systems may be longer than 30 days. 

Sincerely, 

.Glruv~ 
Alvaro 

or, Labor Relations 
Duke Energy 
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April 15, 2015 

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

RE: Engineering Specialist Progression 

Dear Mr. Anderson: 
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Dul<eEnsrgy 
139 East FOI.Jrth St 

Cincinnati, OH 45201 

During the 2015 negotiations, the parties discussed the Company's decision to establish an Engineering 
Specialist Job Progression In the Customer Projects Bidding Area and the Transmission & Distribution 
Bidding Area. This progression will consist of the Engineering Specialist I, 11, and Ill classifications. The 
wage levels for these newly created positions will be as follows: 

Job Classification Wage Level Maximum Hourly Rate 
as of 3/31/15 

Engineering Specialist Ill T9 $35.18 
Enaineerina Soeciallst II TS $34.20 
Enaineerina Soeclalist I T4 $28.22 

Wage progression will be as outlined in Article VIII of the Agreement and Sidebar Letter A40, with 
selections determined by the Company In accordance with Sidebar Letter A65. Employees are required to 
successfully complete all training programs required by the Company and to promote to the Engineering 
Speclallst II position In a timely manner. Employees successfully completing the requirements for the 
Engineering Specialist Ill position will automatically promote to that position. In addition, the Company 
maintains all rights provided under the Collective Bargaining Agreement and applicable sidebar letters, 
including but not limited to the right to revise the Engineering Specialist job descriptions based on future 
business needs. Should such material revisions occur, UWUA Local 600 may request a re-evaluation by 
the Job Evaluation Committee as provided for in the Agreement. 

Employees in the Engineering Specialist I classification may be assigned to a specific headquarters for 
training purposes as determined by the Company. 

Due to a restructuring of how work is performed by the Company, the Company does not anticipate any 
future postings for Customer Project Apprentice positions. Incumbent employees will be grandfathered 
under their existing job description, and will be eligible to continue to receive the negotiated wage 
increase applicable to employees in the Technical Unit. Existing employees in the progression not at the 
maximum rate of pay will be eligible to continue receive merit Increases as outlined in the December 28, 
2012 letter regarding this subject. Also, incumbent employees in the Customer Project Associate and 
Customer Project Apprentice classifications must continue to meet all Company expectations as 
previously required, including but not limited to the requirement to progress. 

Sidebar Letter A81 
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As agreed, when the Company fills a position in the "Engineering Specialist II" classification, the senior 
qualified Technician in good standing will be promoted to T&D Design Technician. Furthermore, when the 
Company fills a position in the "Engineering Specialist Ill" classification, the senior qualified T&D Design 
Technician in good standing will be promoted to Senior T&D Design Technician. In all cases, employees 
must be in qualified and in good standing to be eligible for a promotion. This process will continue until all 
incumbents in the following classifications: Technical Apprentice, Design Technician, Technician, and, 
T&D Design Technician as of the date the Collective Bargaining Agreement is ratified until all eligible 
employees have had the opportunity to progress to the Sr. T&D Design Technician position. The T&D 
progression will be closed to Technical Apprentices and Technicians hired after April 15, 2015. It is the 
intent of the Distribution Design organization to utilize the Engineering Specialist progression for all such 
future hires. 

For the purposes of "hand-raising" (bidding on headquarters or location) within the Customer Projects Bid 
Area, the Customer Projects Coordinator and the Engineering Specialist Ill classifications will be 
combined. In the event of a work force reduction, the Engineering Specialist progressions in the 
Customer Projects Bid Area and the Transmission & Distribution Bidding Area will be combined. 

tl'Ob 
J\J~~lvaro 
Director, Labor Relations 
Duke Energy 
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April 15,2015 

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

RE: Customer Relations Representative/Clerk C Positions 

Dear Mr. Anderson: 

ATTACHMENT RHM-6(b) 

otr,~Je°'3r of 100 
139 East Fourth St 

Cincinnati, OH 4520 t 

During the 2015 negotiations, the parties discussed the filling of future vacancies in the Customer 
Relations Representative C and the Customer Relations Clerk C classifications. 

Based on these discussions, the parties have agreed that future openings In the Customer Relations 
Representative C and Customer Relations Clerk C classifications will be filled by the Company using the 
Competency Based Selection process. 

The first three (3) positions will be filled using the Competency Based Selection process among the 
incumbent Order Processing Representatives in good standing. Should there only be one Order 
Processing Representative apply for each of the first three positions and he or she meets the minimum 
qualifications and is In good standing they will be the successful candidate. Order Processing 
Representatives selected by the Company for the first 3 opportunities will have their rate of pay reduced 
to the maximum wage rate of the Customer Relations Representative/Clerk C classification. In the event 
that no Order Processing Representative in good standing applies for one or more of the first three 
positions, the Company may fill the vacancy by a Union wide posting using the Competency Based 
Selection process. 

Sincerely, 

~ 
J Alvaro 
D r, Labor Relations 
Duke Energy 
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This Contract, dated June 2, 2016, is agreed upon between Duke Energy Ohio, 
Inc., Duke Energy Kentucky, Inc., hereinafter referred to as the "Company," and the United 
Steel, Paper and Forestry, Rubber, Manufacturing, Energy, Allied Industrial and Service 
Workers International Union (USW), hereinafter referred to as the "Union." 

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

ARTICLE I - PURPOSE AND RESPONSIBILITIES 

Section 1. (a) It is the intent and purpose of the parties hereto that the terms and 
conditions of this Contract will promote and improve the economic relations between the 
Company and its employees who are members of the Union, to the mutual benefit of both 
parties. To that end, there is established herein the basic agreements as to hours of work, 
rates of pay, working conditions, and a method of providing for the peaceful and 
satisfactory adjustment of differences of opinion and interpretations of this Contract that 
may arise from time to time to be observed by the parties hereto during the life of this 
Contract. 

Section 2. (a) It is expressly understood and agreed that the services to be 
perfonned by the employees covered by this Contract pertain to and are essential to the 
operation of a public utility and to the welfare of the public dependent thereon and in 
consideration thereof, as long as this Contract and conditions herein be kept and 
performed by the Company, the Union agrees that under no conditions and in no event, 
whatsoever, will the employees covered by this Contract, or any of them, be called upon or 
permitted to cease or abstain from the continuous performance of the duties pertaining to 
the positions held by them under this Contract. The Company agrees on its part to do 
nothing to provoke interruptions of or prevent such continuity of performance of said 
employees, insofar as such performance is required in the normal and usual operation of 
the Company's property and that any difference that may arise between the above­
mentioned parties shall be settled in the manner herein provided. 

(b) The Company agrees that it will not attempt to hold the Union financially 
responsible or institute legal proceedings against the Union because of a strike, slowdown 
or work stoppage not authorized, abetted or condoned by the Union. The Union agrees 
that, in the event of an unauthorized work stoppage, it will in good faith and without delay 
exert itself to bring the work stoppage to a quick tennination and insist that the 
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employee(s) involved cease their unauthorized activities. To that end, the Union will 
promptly take whatever affirmative action is necessary. Furthermore, the Union agrees 
that any employee or employees who agitate, encourage, abet, lead or engage in such a 
strike, work stoppage, slowdown or other interference with the operations of the Company 
shall be subject to such disciplinary action as the Company may deem suitable, including 
discharge, without recourse to any other provision or provisions of the Contract now in 
effect. 

(c) No employee shall be required to cross a picket line to perform work that is not 
necessary to provide the normal services of the Company. A supervisor shall notify 
individuals who are picketing that Company employees must provide service and shall 
make arrangements for employees to safely cross the picket line to perform such work. 
The Company agrees, in the case of new construction work involving Field Operations 
Forces, to notify the Sub-District Office of the Union not less than 24 hours in advance of 
any situation requiring the crossing of a picket line. 

ARTICLE II - RECOGNITION OF THE UNION 

Section 1. (a} The Union is recognized as the sole and exclusive collective A-41 
bargaining agency for those employees who are employed under the classifications listed 
in the job descriptions manual. 

. This Contract shall be final and binding upon the successors, assignees or 
transferees of the Union and the corporate entity of the Company. 

(b) Employees in the following categories are specifically excluded from the 
collective bargaining unit represented by the Union: clerical, dispatchers, draftsmen, 
foremen, and all supervisory employees with authority to hire, promote, discharge, 
discipline or otheiwise effect changes in the status of employees, or effectively 
recommend such action. 

(c) The Company recognizes the Union as the sole collective bargaining agency in 
matters concerning wages, hours of work and working conditions for all employees, as 
defined above, in the following Departments, Divisions and Sections: 

LOCAL UNION 12049 

DUKE ENERGY OHIO AND KENTUCKY 
Gas Operations 

Field Operations 
Corrosion Control 
Systems Operations 
Production - Gas Plants 

Compliance and Service Delivery OH/KY 
Service Delivery 
Meter Services 
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DUKE ENERGY OHIO AND KENTUCKY 
Gas Operations 

Field Operations 
Systems Operations 
Production - Gas Plant 

Compliance and Service Deliveiy OH/KY 
Service Delivery 
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(d) There shall be no discrimination, interference, restraint or coercion by the 
Company or its agents against any employee because of membership in the Union. 

(e) There shaU be no discrimination, interference, restraint or coercion by the 
Company or the Union or their agents against any employee or officer of the Union 
because of race, color, religion, sex, disability, national origin or ancestry or for any other 
reason. References to the masculine gender are intended to be construed to also include 
the feminine gender whenever they appear throughout the Contract. 

(f) Nothing in this Contract shall be deemed to require the Company or the Union 
to commit an unfair labor practice or other act which is forbidden by, or is an offense 
under, existing or future laws affecting the relations of the Company with the employees 
bargained for by the Union. 

ARTICLE Ill - RECOGNITION OF MANAGEMENT 

Section 1. (a) The Union recognizes that the management of the Company, the 
direction of the working forces, the determination of the number of employees it will 
employ or retain in each classification and the right to hire, suspend, discharge, discipline, 
promote, demote or transfer, and to release employees because of lack of work or for 
other proper and legitimate reasons are vested in and reserved to the Company. 

{b) The above rights of Management are not all-inclusive, but indicate the type of 
matters or rights which belong to and are inherent to Management. Any of the rights, 
powers, and authority the Company had prior to entering this Agreement are retained by 
the Company, except as expressly and specifically abridged, delegated, granted or 
modified by this Contract. 
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Section 1. (a) Any employee who is a member of the Union on the effective date 
of this Contract, shall, as a condition of continued employment, maintain membership in 
the Union. to the extent of paying the periodic membership dues uniformly required of all 
Union members subject to the annual 10 day escape period hereinafter described. 

(b) Any employee who is not a member of the Union on the effective date of this 
Contract, and who chooses not to become a member, shall be required as a condition of 
continued employment, to pay to the Union each month, as a contribution toward the cost 
of the administration of this Contract, a service charge equal in amount to the monthly 
dues uniformly required of Union members. 

(c) New employees, hired by the Company after the effective date of this Contract, 
shall be required to join the Union as a condition of continued employment on the 31 st day 
of employment in a job classification represented by the Union. 

(d) The Union agrees that any present or future employee who is now or may 
become a member of the Union may withdraw from membership in the Union between 
December 15 and December 31, inclusive of each year, by giving notice of this desire to 
do so by registered or certified mail to the Labor Relations area of the Company. After 
such withdrawal, an employee shall not be required to rejoin the Union as a condition of 
continued employment. 

(e) The Company, for all employees in the bargaining unit who have furnished the 
Company with voluntary check-off authorization cards, shall deduct from those employees' 
pay each week, dues or service charges and promptly remit the same to the International 
Secretary-Treasurer of the Union on a monthly basis. The initiation fee of the Union shall 
also be deducted and remitted to the International Union. 

(f) The amount of dues or initiation fees to be deducted by the Company, within the 
limitations set forth on the voluntary check-off cards, shall be computed on the basis of the 
formula provided by the International Union. An initiation fee in an amount specified by the 
Union will also be deducted from the employee's pay. The Company will cooperate with 
the Union to change the dues computation period upon proper notice from the 
International Representative. 

(g) The Union agrees that neither it nor any of its officers or members will 
intimidate or coerce any employees of the Company into joining the Union. The Company 
agrees that neither it nor any of its management representatives will attempt to persuade 
any employee from joining the Union. 

(h) The Union agrees that in the event of any strike, work stoppage, slowdown, 
picketing or any other interference to the work or the operations of the Company by any 
individual employee or group of employees in the bargaining unit represented by the 
Union, this section of the Contract is then and there and by reason thereof automatically 
canceled and of no further force and effect; provided, however, that the Company may 
upon the presentation of proof satisfactory to the Company, within 1 O days thereafter, that 
the Union did not directly or indirectly authorize, permit, endorse, aid or abet said strike, 
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work stoppage, slowdown, picketing or interference referred to, reinstate this section of the 
Contract, which section, if reinstated will, from and after the date of reinstatement, be of 
the same validity, force and effect as if it had not been canceled. In this connection, it is 
the expressed intention of the parties that for the purpose of making this cancellation 
provision effective .. without affecting the other sections of the Contract, this Contract is to be 
considered a severable Contract. Should the automatic cancellation of this section occur, 
it is the intention and agreement of the parties that all other sections and provisions of the 
Contract remain in full force and effect as therein provided. 

(i) The Union shall indemnify and save the Company harmless against any and all 
claims, demands, law suits, or other forms of liabiltty that may arise out of or by reason of 
action taken by or not taken by the Company in reliance upon any check-off authorization 
cards signed by the individual employees and furnished to the Company by the Union for 
the purpose of complying with any of the provisions of this Section. 

ARTICLE V- CLASSIFICATION AND WAGES 

Section 1. (a) The wage schedules described in the Contract in effect immediately 
prior to the date of this Contract, including all adjustments to those wages which were due 
to increases in the C.P.I. during the term of that Contract shall be amended as follows: 

As of Effective Effective Effective Effective Effective 
WaQe May 15, May 15, May 15, May 15, May 15, May 15, 
Level 2015 2016 2017 2018 2019 2020 

1 $22.68 $23.13 $23.65 $24.19 $24.79 $25.35 
2 $23.14 $23.60 $24.13 $24.68 $25.29 $25.86 
3 $23.51 $23.98 $24.52 $25.07 $25.70 $26.28 
4 $24.54 $25.03 $25.59 $26.17 $26.82 $27.43 
5 $26.24 $26.76 $27.37 $27.98 $28.68 $29.33 
6 $26.97 $27.51 $28.13 $28.76 $29.48 $30.14 
7 $28.02 $28.58 $29.22 $29.88 $30.63 $31.32 
8 $29.47 $30.06 $30.74 $31.43 $32.21 $32.94 
9 $30.37 $30.98 $31.67 $32.39 $33.20 $33.94 

10 $30.79 $31.41 $32.11 $32.83 $33.66 $34.41 
11 $32.22 $32.86 $33.60 $34.36 $35.22 $36.01 
12 $33.79 $34.47 $35.24 $36.03 $36.94 $37.77 
13 $35.52 $36.23 $37.05 $37.88 $38.83 $39.70 
14 $36.01 $36.73 $37.56 $38.40 $39.36 $40.25 
15 $36.53 $37.26 $38.10 $38.96 $39.93 $40.83 
16 $37.57 $38.32 $39.18 $40.07 $41.07 $41.99 

Level 5-Construction Assistant, Mechanic Ill (incumbent); Level 6--Meter Specialist Ill; 
Level 7-Gas Systems Operations Mechanic 111, Mechanic Operator Ill; Level 8-
Premise Mechanic, Gas Plant Operator 111; Level 11-Gas Plant Operator II, Meter 
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Specialist II; Level 12-Gas Systems Operations Mechanic II, Mechanic Operator II; 
Level 13-Service Mechanic "B", Welder II, Gas Plant Operator I, Meter Specialist I; 
Level 14-Tool Repair Specialist, Welder I; Level 15-Gas Systems Operations Mechanic 
I, Mechanic Operator I, Service Mechanic "A"; Level 16-lnspecting Mechanic. 

(b) Any employee in the bargaining unit represented by the Union who was on or 
below the maximum hourly wage rate of his job classification on May 15, 2016, shall 
receive an hourly increase in accordance with the increase applicable to the maximum 
wage rate of his job classification in accordance with the provisions of the Contract. 

(c) The hourly wage rate increases referred to herein shall not apply to the 
minimum hourly wage rates of starting job classifications. 

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

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

(f) Employees who are below the maximum hourly wage rate of their job 
classification shall continue to receive such length of service increases as they may be 
entitled to under the operation of the job classification and wage evaluation plan. 
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{g) The shift differentials paid to employees on scheduled shifts on classified jobs 
will be paid as follows: 

Effective Effective 
.. First Day 

Name and Definition of Current of Pay 
Shift Period 5/15/2017 5/15/2018 5/15/2019 5/15/2020 

Following 
Ratification 

Day Shift Where the 
majority of the 
scheduled hours 
worked are $0.00 $0.00 $0.00 $0.00 $0.00 $0.00 
between 8:00 
a.m. and 
4:00 p.m. 

Afternoon Where the 
Shift 

Night 
Shift 

majority of the 
scheduled hours 
worked are $1.65 $1.70 $1.75 $1.75 $1.80 $1.80 
between 4:00 
p.m. and 
12:00 Midnioht 
Where the 
majority of the 
scheduled hours 
worked are $1.70 $1.75 $1.80 $1.80 $1.85 $1.85 
between 12:00 
Midnight and 
8:00 a.m. 

Sunday Premium 

When the majority of the regularly scheduled hours in a shift are on Sunday, a 
Sunday premium will be paid to an employee for all scheduled straight time hours worked 
on that shift as follows: 

Effective Effective 
First Day of 

Current Pay Period 5/15/2017 5/15/2018 5/15/2019 5/15/2020 Following 
Ratification 

$1.80 $1.90 $1.90 $2.00 $2.00 $2.00 

{h) The Company shall prepare occupational classifications and job descriptions 
which will define, as nearly as possible, the nature of the work involved under each 
classification. All required changes in job classifications or promotional sequences will be 
initiated by the Company. 
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(i) When a job description has been revised by the management, a representative 
of employees will be given an opportunity to suggest changes to the revised job 
description before it is submitted to the Company's Job Evaluation Committee. After the 
management has reviewed the changes to the job description, if any, suggested by the 
Union representative, the job description will be submitted to the Company's Evaluation 
Committee. The Union representative shall have an opportunity to submit written 
comments regarding the duties of the job to the Company's Evaluation Committee. There 
will be no recourse to the grievance and arbitration procedure because of the language of 
a job description or the evaluation of a job classification. 

0) The Job Evaluation Committee of the Company will be responsible for 
evaluating all new or revised job classifications. Prior to the evaluation of revised job 
descriptions, the representative of the Union may accompany the management 
representative to explain his written comments to the Committee. The evaluation 
established by this Committee will be used to determine a proposed maximum wage rate 
for each new or revised job classification. The wage rate resulting from this evaluation will 
be communicated to the Union as far in advance as possible, but not less than 30 days, of 
the proposed effective date for the installation of the new or revised classification. 

(k) The Union shall maintain a Classification Committee consisting of not more 
than five members who may review the evaluation and wage rate of any new or revised 
classification. The Union's Committee may, by request, meet with the Company's 
Committee as soon as possible at a mutually convenient time, but within 30 days, after the 
Union has been notified by the Company of the proposed new or revised classification for 
the purpose of presenting any information relevant to the evaluation of the new or revised 
classification, which has been included in the previous written comments of the Union 
representative. The Union will be notified after the Company's Committee has reviewed 
the information presented by the Union. All wage rates so established shall be final and 
binding and not subject to the grievance and arbitration procedure. However, if any 
revised wage rates are reduced as a result of the evaluation(s), they will not be placed into 
effect until the Company and the Union have had an opportunity to negotiate them during 
full contract negotiations, even though the revised job classification will be in effect. 
Employees, presently in, or promoting to, such job classifications will continue to receive 
wage adjustments in accordance with the other provisions of the Agreement just as if the 
wage rate had remained at the same level until a new Agreement is reached. 

lt is understood that the right to maintain, revise or abolish any job classification or 
to create new classifications is the exclusive right of management. 

(I) Where the Union deems an employee, or employees, to be improperly 
classified, it may file a grievance which shall be handled under the grievance procedure of 
this Contract. 

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

Section 2. (a) No employee shall regularly be called upon to perform work beyond 
the scope of his classification or training. Employees temporarily advanced to a higher 

8 

A-28 



ATTACHMENT RHM-6(c) 
Page 12 of 153 

classification for four hours or more in any one day shall receive either the minimum rate of 
pay applicable to that classification or 25¢ per hour above the maximum wage rate of their 
job classification, whichever is greater, but no more than the maximum wage rate of the 
job to which the employee is upgraded. Employees temporarily assigned to a job scaled 
at a lower rate of pay than their own shall not suffer financially through such a transfer. 

(b) When a temporary assignment in a job classification within the bargaining unit 
exceeds 90 consecutive days, the assignment being temporarily filled shall be considered 
a vacancy and filled pemianently in accordance with the posting procedure. 

(c) When an employee covered by this Contract voluntarily accepts a temporary A-s2 
assignment to a supervisory position, he shall be paid the same rate of his classified 
assignment at the time of the temporary assignment. 

(d) An employee, when pemianently promoted to a job classification and 
qualifying in all respects with the exception of time spent in the preceding classification as 
required in the qualification section of the job description, shall be considered as having 
the equivalent of such required time. 

ARTICLE VI - SENIORITY 

Section 1. (a) System Service shall date from the time an employee first earns 
compensation in the employ of the Company, except as such system service may be lost 
in accordance with Section 6 of this Article. 

(b) Classified Seniority shall date from the time an employee is pemianently 
employed in a specific job classification. Whenever employees are accepted for job 
postings and their promotion is delayed by no more than 30 days or when a delay beyond 
30 days is caused solely by the Company, their new classified seniority date will be 
adjusted to place them in their proper seniority position in relation to other employees who 
promoted as a result of the same posting. 

(c) In the event that two or more employees achieve classified seniority on the 
same date, the respective seniority rank of such employees shall be detemiined by the 
Union. The Union shall promptly notify the Company in writing of its detennination. 

(d) Nothing in this Contract shall be construed in such a way that would enable an 
employee to use classified seniority for the selection of a particular job assignment. In 
justifiable cases, however, when requested by an employee, a supervisor will give 
consideration in making job assignments to the requirements of the job to be done, the 
physical condition, the qualifications and the classified seniority of the employee. 

(e) All new employees and all employees transferring from other bargaining units 
into a job classification represented by the Union shall be classed as probationary 
employees for a period of one year and shall have no system service and seniority rights 
during that period. After one year of continuous service as probationary employees, such 
employees shall be classified as regular employees and their system service and seniority 
record shall include their previous employment as probationary employees. The Company 
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shall have the right to lay off or discharge probationary employees and there shall be no 
responsibility for reemployment of such emplc;,yees after they are discharged or laid off 
during the probationary period. No unqualified probationary employee shall act as a 
second employee in any two-employee crew in the Field Operations or Systems 
Operations Sections. 

(f) In order to avoid possible grievances, the Company will discuss in advance 
with the representatives of the Union, demotions, layoffs, and recalls from layoffs. 

Section 2. (a) Classified seniority shall be administered separately in the following A-87 
Departments, Divisions, and Sections: 

LOCAL UNION 12049 

DUKE ENERGY OHIO AND KENTUCKY 
Gas Operations 

Field Operations 
Ohio - Kentucky District 

Corrosion Control 
Ohio District 

Systems Operations 
Ohio - Kentucky District 

Production - Gas Plants 
Ohio - Kentucky District 

Compliance and Service Delivery 
Service Delivery OH/KY 

Service Delivery 
Ohio- Kentucky District 

Meter Services 
Gas Measurement Center 

Ohio District 

LOCAL UNION 5541-06 

DUKE ENERGY OHIO AND KENTUCKY 
Gas Operations 

Field Operations 
Systems Operations 
Production - Gas Plant 

Compliance and Service Delivery 
Service Delivery 

(b) In the cases of promotions, within each District as described above, the Union 
agrees that the strict classified seniority interpretations may be waived when a specific 
employee is unqualified for a particular promotion but in such event the Company and the 
Union shall discuss the matter fully and come to agreement first. 
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(c) The classified seniority status of employees permanently assigned from one 
District to another District shall be fixed without delay by discussion between the Company 
and the Union Grievance Committee. 

(d) For a period of six months following a promotion, when an employee who has 
been assigned to a job classification not bargained for by the Union returns to a job 
classification in which they have classified seniority, their seniority will be adjusted to a 
date that is one day less than the classified seniority date of the employee with the least 
classified seniority in' the job classification within the bargaining unit to which the employee 
is assigned. If the employee returns to the bargaining unit greater than six months from 
said promotion, they shall be placed at the minimum wage rate in a job classification no 
higher than Service Mechanic 8, Meter Specialist II, Mechanic Operator II, Gas Systems 
Operations Mechanic II and Gas Plant Operator II. For purposes of bidding and 
downbidding, all previous seniority is lost and the employee will be ranked in seniority as a 
newly hired employee. No employee may return to a bargaining unit job classification if, 
as a direct result, an employee represented by the Union would be laid off. 

Section 3. (a) An employee who has accepted a new position, will be given the 
first 1 O working days of training, to evaluate the new position. It at the end of such period, 
the employee requests, they shall be restored to their previous position and previous 
classified seniority rank. This provision does not apply to employees who are in positions 
of automatic progression. An employee who has satisfactorily met all the requirements for 
entrance into a job classification shall be given a period of 30 days in which to master the 
new assignment. If, at the end of such period, the employee is unable to fulfill the 
assignment; he shall be restored to his previous position and previous classified seniority 
rank. 

(b) The Company shall have the right to require examinations, either oral, written 
or practical, to determine the fitness of employees for promotions. When such 
examinations are deemed necessary by the Company, the equipment and facilities 
necessary for such examinations will be provided by the Company. The Company agrees 
that the employee shall have the right to review the results of departmental tests upon 
request. If an employee indicates, within five days after receiving the results of a 
departmental examination, that he feels the examination was not fairly administered, the 
Company agrees to reexamine the employee. A Union designated witness may be 
present only during the practical portion of the retest. The employee, upon request, shall 
receive counseling based upon tests administered by the Staffing Services area of the 
Company or by outside consultants. In the case of a downbid, an employee who does not 
pass an examination shall be required to retake that examination after three months. An 
employee who does not pass the examination a second time will not be eligible for 
reexamination for 12 months and for subsequent two year intervals thereafter and will not 
be eligible to bid on other bargaining unit positions until they have successfully passed the 
examination. After three unsuccessful attempts to pass the test, the employee can elect to 
forfeit the bid. 

(c) When a permanent promotion is to be made to a job classification bargained 
for by the Union, a notice of the opening shall be posted by the Company on all bulletin 
boards for two weeks. A copy ofthese notices will be mailed to the Presidents of the Local 
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Unions. The period of posting may be reduced to seven days, provided that any 
employees with greater classified seniority who may be off duty during the entire seven­
day posting period are notified of the posting by a copy of the posting notice mailed by 
registered or certified mail to their home address on record in Human Resources. 

(d) All bids related to posted openings should be made in duplicate and presented 
to the responsible supervisor who will sign both copies, retain one and return the duplicate 
to the employee for the record of the Local Union. 

(e) When a posted opening occurs in a job classification, employees already in 
that job classification within the Seniority District may exercise their classified seniority 
rights to cross bid for the opening if the opening exists at another headquarters. The most 
senior employee already in the job classification within the Seniority District who cross bids 
and can qualify will be selected. Only one cross bid will be accepted for each posting. 
Resultant openings, which the Company desires to fill, will be filled by promotion of 
qualified employees from the next lower job classification or other qualified employees in 
the same promotional sequence in the Seniority District where the resultant opening 
exists. 

{f) When a posted opening cannot be filled from among the qualified employees 
in the Seniority District in which the opening exists, the opening will be filled from qualified 
employees from other Seniority Districts within the Section. When the opening cannot be 
filled from within the Section, the opening will be filled in accordance with the appropriate 
provisions of this Contract. 

(g) Subject to the approval of the Company and the Union, any employee may 
waive his right to promotion if such waiver does not prevent other employees from 
acquiring experience in the job classification held by him. Such waiver must be submitted 
to the Company and the Union in writing. 

{h) When an employee waives his right to an opening in a job classification, the 
next employee shall be entitled to such opening, on a classified seniority and sufficient 
qualification basis, and so on until the position is filled. 

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

0) An employee pem,anently established in a job classification under the 
provisions of this section of the Contract shall not be replaced later by an employee who 
may have developed sufficient classified seniority or qualifications. 

Section 4. (a) The Company will post at least semi-annually and will maintain lists 
at locations mutually agreeable to the Company and the Union showing the system 
service and classified seniority of each employee. If exception is not taken to the list as 
posted within 30 days from the date of posting, the list shall be considered as correct. 
Copies of these lists shall be forwarded to the Local Union President and Recording 
Secretary. 
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(b) The Company will furnish annually, upon request, to the Financial Secretary of 
the Local Union a complete mailing list of all employees in the bargaining unit. 

Section 5. An employee's classified seniority and system service standing shall not h 

be jeopardized due to time off for injury, sickness or leave of absence. 

Section 6. An employee will lose his system service and classified seniority who: 

(1) Quits of his own accord. 

(2) Is discharged for just cause. 

(3) Employees who leave the Company involuntarily shall not lose accrued system 
seivice or classified seniority if, upon recall, they respond within six days, 
provided it is not obligatory on the Company to issue such a call after two 
years after the date of layoff. Notification of recall will be sent by registered or 
certified mail. 

Section 7. (a) Layoffs and demotions shall be made on the basis of classified 
seniority. Reassignments shall also be made on the basis of classified seniority and 
sufficient qualifications. In case of layoff, an employee shall have the right to be returned 
to any job classification previously held by him in the course of his employment with the 
Company if his classified seniority is sufficient to qualify him for such job. An employee, 
however, shall not have the right to be demoted or assigned to any job classification which 
he has not previously held but will be given consideration by the Company for a Mechanic 
Ill position, at the maximum rate, before new employees are hired. Such an employee's 
classified seniority as a Mechanic Ill would be the same as the employee's system 
seivice. 

(b) Every effort shall be made to continue the present policy of avoiding seasonal 
layoffs by finding other work for any employees likely to be thus affected, should such 
occasion arise. 

Section 8. Any employee who may make application to the Staffing Office for 
transfer to a starting job not represented by the Union, for which he may be qualified, will 
be given preference for consideration before a new employee is hired for the job. 

ARTICLE VII - HOURS OF WORK 

Section 1. (a) Eight or 10 consecutive hours, exclusive of lunch time, shall 
constitute a working day, and four or five such days, totaling 40 hours, shall constitute a 
working week. Regular employees available and able to work, shall be assured of a 40 
hour work week. It is understood that this provision will not affect in any manner the right 
of the Company to make temporary or permanent reductions in forces when considered 
necessary by the Company. 

(b) It is recognized that shift work is essential for employee groups covered by this 
Contract, in order to provide for continuous operation and seivice. However, insofar as 
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possible, day work shall prevail. Where shift work is necessary, the Union and the 
Company shall cooperate in providing the necessary manpower, with the required ability, 
to fill day, afternoon, and night as well as weekend work schedules. 

(c} Except when changing schedules or agreed otherwise, employees shall have 
consecutive off days, but not necessarily in the same work week. 

(d) The work week of an employee for payroll purposes shall be from midnight 
Sunday to midnight the following Sunday. Employees working on a shift beginning two 
hours or less before midnight will be considered as having worked their hours following 
midnight. Employees working on a shift ending two hours or less after midnight will be 
considered as having worked their hours before midnight. 

(e) The work week of an employee for purposes of determining off-days shall 
begin on midnight Sunday and consist of seven consecutive days in which the employee is 
scheduled to work five days and be off two days or scheduled to work four days and be off 
three days. 

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

(g) The first eight hours of work per day will be at straight time for regular A-89 
scheduled work days, time and one-half for the employee's first scheduled off-day in the 
work week and double time for the employee's second scheduled off-day in the work 
week. Any time in excess of eight hours per day will be paid at the rate of time and one-
half, except the employee's second scheduled off-day worked, which will be paid at double 
time. For employees who work a four day-10 hour schedule, the first 10 hours of work per 
day will be at straight time for regular scheduled work days, double time for the employee's 
second consecutive scheduled off-day and time and one-half for all other scheduled off-
days. Any time in excess of 10 hours per day will be paid at the rate of time and one-half 
except the employee's second consecutive scheduled off-day worked which will be paid at 
double time. 

(h) In no case will an employee be forced to take time off in lieu of time worked 
outside his Regular Scheduled Work Day, but should an employee elect not to work during 
his Regular Scheduled Work Day he shall not receive pay for such time. 

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

0) When overtime occurs within a job classification where more employees are A-18 
qualified and available to work than are necessary at the moment, the Company and A-63 
Union have agreed to maintain a system of selecting the employees within the job A-64 
classification at each headquarters who are to work, in a sincere effort to equalize 
overtime work, through a set of overtime guidelines that have been established and are 
contained in a separate document. The employees will be notified in advance, whenever 
possible, when they are required to work overtime. In the event the available overtime is 
not offered to the entitled employee(s) under the established overtime guidelines, the 
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Company will offer the affected employee(s) make-up overtime. All make-up overtime 
must be offered and worked by the employee within six months of the time the disparity 
occurred. 

(k) Overtime lists shall be posted weekly, in each headquarters, showing the 
overtime hours worked or waived during the previous week by each employee at the 
headquarters. Probationary employees shall not be included in the overtime lists. 

(I) A call-out shall be defined as notice to report for unscheduled work given to an 
employee by telephone or messenger after he has left his headquarters or place of 
reporting or in case of an off-day, after what would have been his scheduled hours on that 
day. 

(m) Employees called out for overtime work, other than for planned overtime, shall A-60 
be paid a minimum of four hours at the appropriate overtime rate. 

(n) Travel time of one-half hour each way, at the appropriate.overtime rate of pay, 
will be allowed on a call-out when such call-out exceeds four hours of continuous work that 
is not contiguous with a regularly scheduled shift. Employees will not be compensated for 
any travel time on a call-out which occurs on a regular holiday or when the employee is not 
released from work before his regularly scheduled shift, nor will travel time be allowed 
when overtime is worked continuously at the end of a regularly scheduled shift. 

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

ARTICLE VIII - WORKING CONDITIONS 

Section 1. CHANGE IN SCHEDULE: (a) Each employee shall have a specific 
hour for reporting for work, and shall be entitled to not less than 24 hours notice of any 
change. Employees, whose schedules are changed to include an off day on the next 
succeeding day, shall receive such notification within 15 minutes prior to or after the start 
of their regularly scheduled hours of work on the day previous to such a change. 

(b) If an employee is required to commence working on a schedule which was 
changed without 24 hours notice, he shall receive the appropriate premium pay for all 
consecutive hours worked. Employees, who are not notified within 15 minutes prior to or 
after the start of their regularly scheduled hours of work of a schedule change that includes 
an off day on the next succeeding day, shall receive the appropriate premium pay for all 
hours worked during their next scheduled work day. 

Section 2. TRANSFERS AND REASSIGNMENTS: (a) Each employee shall have A-s4 
a specific headquarters for reporting for work. There shall be no unreasonable, 
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disciplinary or discriminatory transfers, but the right of the Company to effect transfers, 
reassignments and logical site reporting to properly run its business is recognized. The 
Company will discuss transfers, reassignments and logical site reporting in advance with 
representatives of the Union except in instances where the employees with the least 
classified seniority are selected or where the employees volunteer. Employees may be 
assigned to report to a logical site reporting location for any assignment expected to be a 
minimum of three days. 

(b) Transfers which are for periods of 14 consecutive calendar days or less will be 
considered temporary transfers. Transfers of 15 consecutive calendar days or more to 
either permanent or temporary headquarters, planned in advance, will be considered 
reassignments. Notification of availability of a reassignment will be posted at least 2 
weeks in advance of the requirement. Eligible employees may request a preference for 
the reassignment. If there are no voluntary requests, the qualified individuals lowest on 
the classified seniority list will be assigned. 

(c) During periods of temporary transfers or reassignments, the employees will 
report to and work out of the new headquarters. Such employees will be paid one hour's 
pay at the straight time rate and mileage at the prevailing rate based on the round trip 
distance between the employee's regular headquarters and temporary headquarters for 
each day of a temporary transfer and for the first 14 consecutive calendar days of a 
reassignment to a temporary headquarters. If a temporary reassignment exceeds three 
months, the employee will be paid in a similar manner when they return to their regular 
headquarters. Neither the one hour's pay nor the mileage applies for temporary transfers 
or reassignments of employees whose normal assignment is to home site report. 

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

(d) When it is necessary to temporarily assign employees to a logical site 
reporting location that is further from their home than their regular headquarters, such 
employees will be paid mileage at the prevailing rate based on the additional round trip 
mileage employees are required to drive. No mileage compensation will be paid for the 
temporary assignment if the other reporting location is closer to the employee's home. 

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

(f) Employees may be assigned to drive Company vehicles from and to the job A-82 
site from home or sites close to home. If Company vehicles are used in such a manner, 
the mileage provisions for logical site reporting are not applicable. An option to the 
mileage provision is that employees may, during a logical site reporting assignment, 
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pick up and return a Company vehicle to their regular headquarters, provided travel is 
on their own time. 

Section 3. FOREMEN'S DUTIES: Foremen's duties shall be restricted to direct 
supervision except for Foremen's and employees' training, in cases of emergency, or for 
such incidental work as may occasionally be required. 

Section 4. SAFETY AND HEAL TH: (a) The Company shall make all reasonable 
provisions for the safety and health of the employees. A suitable number of raincoats, 
hats, boots, gloves and water facilities and any other safety equipment required by the 
Company shall be provided on the job. Adequate locker, toilet and shower facilities shall 
be provided at all pem,anent headquarters from which the men operate or in the shop 
where they are employed. A reasonable effort will be made to provide similar facilities at 
temporary headquarters. 

(b) Employees shall be held responsible for the equipment assigned to them. 

(c) In order to promote health and safety among the Company's employees, the 
Company and the Union agree that a Joint Safety Advisory Committee will be established. 
This Committee shall meet quarterly upon the Union's request to the chairman of the 
committee, who shall be the Safety Director of the Company. The purpose of the Joint 
Safety Advisory Committee is to give consideration to those general accident prevention 
programs and policies that affect the safety and health of the employees represented by 
the Union. The Joint Safety Advisory Committee shall not deal with individual or group 
grievances. It is agreed that the administration of the accident prevention and medical 
policies, programs and procedures are vested in and reserved to Management. It is 
further agreed that employees engaged in the Joint Safety Advisory Committee meetings 
during working hours shall suffer no loss of pay for such time. 

(d) The Company agrees that an employee is authorized to call for assistance if, in 
the employee's judgment, his safety is endangered. 

Section 5. CONTRACTING OUT: (a) No employee shall be deprived of work A-13 
through contracting with outside parties. When it is necessary to use private equipment, 
such equipment shall be manned and operated by employees, provided qualified 
employees are available and said equipment can be obtained on this basis. 

(b) In order to meet the unusual amount of work due to deferred maintenance and A,36 
an abnormal expansion of new construction, the Company contemplates that it will be 
necessary to continue to contract for some of this work. This is believed necessary in 
order to avoid the building up of a large temporary force to meet an unusual condition. If 
such a force were built up it would either be necessary to lay off the additional employees 
hired when the work was caught up, or it might become impossible to assure 40 hours 
work per week for 52 weeks per year for regular employees as provided for under this 
Contract. 

(c) It will continue to be the policy of the Company, when contracting for work, not 
to contract for any work which is ordinarily done by its regular employees if contracting for 
the work would result in the layoff of any regular employees. 
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(d) In deciding what work shall be contracted by outside forces the Company will 
take into consideration the necessity of meeting the completion requirements of the work 
in order that the service needs of the customers may be met. The Company will make 
reasonable efforts to utilize our. normal working force where possible to do this work. 

(e) The question of what proportion of this work will be done on an overtime basis 
will depend on the urgency of the work, weather conditions, volume and nature of the work 
and the availability of the working force. 

Section 6. MEAL COMPENSATION: Employees working extra time shall be 
entitled to a suitable lunch or compensation therefore at the conclusion of two hours in 
excess of eight working hours; similar lunch or money at each five-hour interval thereafter 
until released from duty. Employees who work a four day-10 hour schedule shall be 
entitled to a suitable lunch or compensation in lieu thereof, whenever they work one hour 
or more in excess of their normal workday; similar lunch or money at each five hour 
interval thereafter until released from duty. On call-out of employees for emergency work 
on an off-day, such employees called out to work shall be furnished a suitable lunch or 
compensation in lieu thereof after each five hour interval until released from duty. The 
meal compensation allowance shall be as follows: 

Effective Effective 
First Day of 

Current Pay Period 
5/15/2017 5/15/2018 5/15/2019 5/15/2020 Following 

Ratification 
$10.75 $11.25 $11.25 $11.50 $11.50 $11.50 

Section 7. TRANSPORTATION: Except when employees are engaged in a 
logical site reporting assignment, all transportation of employees from shop to job or job 
to job, or job to shop shall be provided by the Company when same is required in the 
line of duty. 

Section 8. WITNESSING FOR COMPANY: Regular pay and reasonable or A-1 
required expenses will be allowed employees who may be summoned or requested to 
testify for the Company. 

Section 9. JURY DUTY: Employees required to serve on a jury shall be 
compensated on the basis of their regular wage. 

Section 10. PAYDAYS: Paydays shall continue as at present, i.e., one every other 
calendar week. Paychecks will be mailed to the employee's home address. Employees 
on a volunteer basis may elect direct deposit. Employees hired on or after January 1, 
2006 will be required to use direct deposit. Checks will be directly deposited into one or 
more bank accounts employees shall designate and authorize. Direct Deposit advices will 
be mailed to the employee's home address if she/she has elected to receive a printed 
copy. 
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Section 11. RETROGRESSION: Should an employee, who has given long service 
to the Company, become physically unable to satisfactorily and safely perform the regular 
duties of his job classification, an effort will be made by the Company to find work of a less 
strenuous nature for which he is qualified. The employee's hourly rate will be red-circled 
at the time of his assignment to a job of a lower classification until his hourly rate is equal 
to the maximum hourly wage rate of the job classification to which he has been assigned. 

Section 12. JOB ABOLISHMENT: Should an employee have his job abolished, an 
effort will be made by the Company to find another job classification for which the 
employee is qualified. An employee assigned to a job of a lower classification as a result 
of his job being abolished will maintain his present hourly rate until the maximum hourly 
wage rate for the job classification to which he has been assigned is equal to the 
employee's present hourly rate or until he qualifies and receives a promotion. 

Section 13. GENERAL ILLNESS: (a) Regular employees who are actively working 
on January 1, regular employees who return to work from an authorized extended 
absence on or after January 1, probationary employees who become regular employees 
on or after January 1, shall be paid as gross wages, for absent time due to bona fide 
illness or injury, a maximum annual amount equal to 40 hours at their regular Straight 
Time Pay. Such payment shall be made by the Company on the nearest practicable 
regular pay day following the date such employee becomes eligible. 

(b) After an employee has been continuously disabled, subject to medical 
determination, and unable to return to work for more than seven consecutive calendar 
days, the employee will receive Short-Term Disability consisting of up to 26 weeks of pay 
per incidence with payment based on the schedule below or until the employee is able to 
return to work, whichever comes first. During the seven consecutive calendar day waiting 
period, it is intended that no employee will incur a loss of more than five scheduled days of 
straight time pay. 

The administration of short-term disability compensation will be as follows: 

Years Maximum Weeks at 100% Pay Weeks at 
of Service per Occurrence 66 2/3% Pay 

0-1 None All 
1-5 10 Balance 

6-10 15 Balance 
11-14 20 Balance 

15 or more 26 NIA 

(c) After an employee has been continuously disabled, subject to medical 
determination, and is unable to return to work for more than 27 consecutive weeks, and 
has exhausted Short-Term Disability Benefits, the employee will receive Long-Term 
Disability benefits as described in the Company's long-Term Disability Plan Description. 

(d) Compensation will not be provided for illnesses resulting from such causes as: 
illegal use of drugs or alcohol, willful intention to injure oneself, the commission of a crime, 
elective or cosmetic procedures not covered by the medical plan, the employee's refusal 
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to adopt such remedial measures as may be commensurate with his disability, or permit 
reasonable examination by the Company. 

(e) In order to facilitate the scheduling of the work forces, an employee who will be 
absent from .. work shall notify the Company within a reasonable period of time before his 
scheduled shift if possible and shall likewise give the Company reasonable advance notice 
of his return to work. Unless an employee notifies the Company concerning the cause of 
his absence before the end of the first scheduled working day of such absence, his waiting 
period and subsequent claim for sick leave pay shall not begin until such notice is 
received. 

(f) Failure to present a certificate from a physician licensed to practice medicine 
prior to the end of the fifth scheduled working day or failure to provide a legitimate. excuse 
will cause the employee's Short-Term Disability to be denied until the time such certificate 
is received. 

(g) If an employee requests work of a less strenuous nature for a temporary period 
following an illness or disability, the Company will make an effort to find such work 
providing the employee's physical condition is satisfactory and is approved by the 
Company physician. 

Section 14. HOSPITAL AND MEDICAL PLANS: (a) Any health care plans A.14 
(medical or dental) that the Company unilaterally implements at its sole discretion for A-78 
the general non-represented employee population shall also be provided to the 
bargaining unit employees at the same costs and plan design structure as for the non­
represented employees. It is expressly understood that the right to add, eliminate, and 
alter or to make any other changes to these health care plans or to employee costs for 
the plans, is reserved to the Company. 

{b) The Company's part of the monthly premiums for the health care plans will 
continue to be paid while an employee is receiving illness or accident compensation, 
provided the employee was covered by such plan immediately prior to the employee's 
sickness or industrial accident. 

(c) For the term of this Contract, post-retirement health care under the health 
care plans sponsored by Duke Energy Corporation will be made available to all union 
Employees hired prior to January 1, 2012 in accordance with the terms of the letter from 
the Company to the Union dated April 4, 2005, Sidebar Letter A-71 dated August 1, 
2007, Sidebar Letter A-71 a dated June 3, 2011 and the "2016-2021 Post Retirement 
Health Care Letter'' dated June 2, 2016. Union employees who are hired on or after 
January 1, 2012, will not be eligible for either the Traditional Option (as defined by the 
applicable sidebar letters) or the HRA Option (as defined by the applicable sidebar 
letters), but such employees shall be eligible for access (at unsubsidized rates) to post­
retirement medical, dental and vision coverage as described in the "2016-2021 Post 
Retirement Health Care Letter" if they have attained age 50 and completed at least five 
years of service as of the date of their retirement. 

Section 15. INSURANCE, HEALTH & WELFARE BENEFITS: Any insurance, 
health and welfare benefit plans under the Duke Energy Active Health & Welfare Benefit 
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Plans not specifically referenced elsewhere in this Contract (e.g. life insurance, 
supplemental, accidental death and dismemberment, long term disability, and dependent 
life insurance) that the Company maintains and/or implements for the general non­
unionized employee population shall also be provided to the bargaining unit employees at 
the same benefit le.vels, costs, and plan design structure as for the non-unionized 
employees. The Company has the right to add, eliminate, and alter or to make any other 
changes to these insurance, health and welfare benefit plans or to the employee costs for 
the plans, consistent with any changes it makes for the general, non-unionized employee 
population. 

Section 16. INDUSTRIAL ACCIDENTS: An injured employee who is unable to 
work because of an industrial accident will be paid a supplement in an amount equal to 
one half of the difference between what he/she would have received at regular work and 
the amount received as compensation for such injury, for a period not to exceed 26 weeks. 
This supplemental industrial accident compensation will begin after an initial seven 
calendar day waiting period and will continue for not more than 26 weeks of continuous 
disability. However, if an industrial accident disability continues for 14 or more calendar 
days, the employee will.receive this supplemental industrial accident compensation for the 
initial seven-day waiting period. 

Section 17. INCLEMENT WEATHER: The Company will not require employees to A-7 
work out of doors in heavy or continuous storms or excessively cold temperatures in A-65 

exposed locations, unless such work is necessary to conform to the law or applicable 
regulations, to protect life, property, or to guarantee service to the customers. Employees 
covered by this Contract shall not be required to lose time due to such weather conditions, 
but the Company may provide work indoors or under adequate shelter at their regular rate 
of pay. 

Section 18. Upon the death of the designated relatives of an employee, the 
employee, upor:i request, may be entitled to the stipulated maximum number of calendar 
days off for which he is entitled to receive regular pay for not more than the indicated 
number of consecutive working days, including the day of the funeral. If prior 
arrangements are made, an employee may include a maximum of one day following the 
funeral as one of the consecutive working days off, and in the case of a spouse, child, 
mother, father, brother or sister, two days following the funeral. No pay will be granted for 
regular scheduled off days. 
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Relationship 

Spouse or Domestic Partner 
Child, Stepchild or Foster Child 
Mother, Stepmother or Foster Mother 
Father, Stepfather or Foster Father 
Brother, Stepbrother 
Sister, Steosister 
A legal dependent residing in the 
emolovee's household 
In-Laws (father, mother, brother, 
sister, son or dauahter) 
Grandchild, Steo Grandchild 
GrandoarenVSoouse's Grandoarent 

Maximum Consecutive 
Calendar Days Off 

7 
7 
7 
7 
7 
7 
7 

5 

6 
4 
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Maximum Consecutive 
Working Days Off With Pav 

5 
5 
5 
5 
5 
5 
5 

3 

4 
2 

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

Section 19. BULLETIN BOARDS: The Company agrees to furnish bulletin boards 
at all division headquarters. The use of these boards is restricted to the following: notices 
of Union meetings, notiCE!S of Union election, notice of changes within the Union affecting 
its membership, or any other official notices issued on the stationery of the Union and 
signed by the Regional Director or any duly elected or appointed official of the Local 
Union. There shall be no other general distribution or posting by members of the Union of 
pamphlets or literature of any kind except as provided for herein. 

Section 20. UNION OFFICE: (a) Members of the Union selected for full time office 
shall be entitled to unpaid leaves of absence without prejudice or loss of seniority. Such 
leaves of absence shall be limited to a period of one year, and shall be renewed at the 
conclusion thereof, if necessary. At no time shall the operations of the Company be 
interfered with by such leaves of absence. All requests for such leaves of absence shall 
be in writing and submitted at least one week in advance. 

{b) Except as it may conflict with other provisions of this Contract, the President, 
Vice President, Recording Secretary, and elected Grievance Committee men shall not be 
required to work regular afternoon and night shifts. However, not more than two 
employees from each headquarters may exercise this privilege. 

Section 21. ADDRESSES AND TELEPHONE NUMBERS: Each employee in a 
job classification represented by the Union shall be responsible for maintaining an up-to­
date address and telephone number on file at the Company. Forms to report changes will 
be provided by the Company and made available to employees at each headquarters. 

22 



ATTACHMENT RHM-6(c) 
Page 26 of 153 

Section 22. PERSONAL DAY: (a) An employee who has completed six months of 
continuous service shall be entitled to four compensated personal days off each calendar 
year. Requests for personal days must be made at least seven calendar days prior to the 
datl3 requested and must be approved by management. However, because of extenuating 
circumstances, a day off with less than a seven calendar day notification may be approved 
by an employee's supervisor. Arrangements for all personal days must be made with 
supervision on or before November 1 of each year or it shall be lost. The Company 
reserves the right to limit the number of employees who can be off on a specific day. If a 
personal day is not used during a year, it shall be lost and no additional compensation 
shall be granted. 

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

Section 23. TEAMS: The purpose of bargaining unit teams is to promote an A-40 
environment of continuous improvement in the work place for the mutual benefit of the 
Company, its customers, and the Union. Performance of special functions and duties 
within the team is voluntary. The teams will not be involved in any issue or take any action 
or make any decision which will subordinate the interests and viability of the Union. The 
teams will not engage in collective bargaining or deal with management over bargainable 
issues, as all parties recognize this to be the exclusive role of the Union. 

ARTICLE IX - ADMINISTRATION AND 
GRIEVANCE ADJUSTMENT 

Section 1. (a) The Union shall maintain a system of Stewards whose duties shall 
be to represent the Union in seeing that the provisions of this Contract as they apply on 
the job are observed at all times. The Union shall have a Grievance Committee composed 
of five* members. This committee shall meet with the management of the Company on all 
matters pertaining to the provisions of this Contract, and any and all matters of dispute 
between the Union and the Company under the terms and during the life of this Contract. 
The Recording Secretaries for the Local Unions may also attend such meetings. 

(b) If an employee, after consulting with the immediate supervisors, feels that a 
grievance exists, the avenue of grievance adjustment shall be: first, between the 
employee and the officially designated steward, and the foreman or supervisor; second, 
between members of a Union Grievance Committee consisting of not more than five** 
members and the Department Management; third, between the Union Grievance 
Committee, Agents of the Union and officials of the Company. The Recording Secretaries 
for the Local Unions may also attend second and third step grievance meetings. If a 
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satisfactory settlement cannot be reached before the second step of the procedure 
outlined above, the grievance shall be reduced to writing by the Union. 

(c) An employee, who is considered by the Union or the Company necessary to 
the proper settlement of the grievance, shall be present at the grievance meetings. 

(d) The Union Grievance Committee and the Recording Secretaries of the Local 
Unions when engaged during their regular working hours in grievance meetings with 
Management shall not suffer a loss of pay for such time. 

*The Grievance Committee of Local Union 5541-06 shall consist of not more than three 
members. 
**The Grievance Committee of Local Union 5541-06 shall consist of not more than three 
members. 

ARTICLE X - ARBITRATION 

Section 1. (a) If the parties are unable to resolve the grievance following the 
third step, the Union, within 30 work.days of receipt of the third-step response, may 
notify Labor Relations in writing of its desire to advance the grievance to arbitration. 

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

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

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

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

(f) The arbitrator shall have no authority to add to, detract from, alter, amend, or 
modify any provision of this Agreement. It is also mutually agreed that there shall be no 
work stoppage or lockouts pending the decision of the arbitrator or subsequent thereto. 
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Section 1. (a) The Company will not discipline or discharge an employee save 
for just cause. Written notice of any discharge or disciplinary action involving lost time 
taken by the Company against any employee shall be furnished to the Union and the 
employee within two working days. 

(b) Appeal from discharge must be taken within five working days in the form 
of a written notice from the Union to the Company. The Company and the Union shall 
strive to reach a just decision within 1 O days following the appeal. Failing therein, the 
matter shall be submitted to arbitration as provided above. 

(c) This Section shall not apply to disciplinary action taken in accordance with 
Article I, Section 2, of this Contract. 

ARTICLE XII-HOLIDAYS 

Section 1. (a) The following days are observed as regular holidays which will be A-10 
recognized on the indicated dates. The Company may change the date for recognizing a A-16 
holiday if the date indicated is changed by a legislative enactment or if the prevailing A-17 
community practice is not consistent with the indicated date. 

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

(c) Regular employees whose duties do not require them to work on holidays will 
be paid eight hours straight time holiday pay provided the employees have worked their 
scheduled day before, or his scheduled day after the holiday. Employees who are on a 
four day-10 hour schedule will receive 1 O hours of straight time pay if a holiday falls within 
their regular scheduled work week but they are not required to work the holiday, provided 
the employees have worked their scheduled day before, or their scheduled day after the 
holiday. Employees whose regular scheduled work week does not include the paid 
holiday will receive eight hours of straight time holiday pay. Regular employees who are 
scheduled to work on a recognized holiday will be paid at time and one-half for the first 
eight hours worked in addition to their straight time holiday pay. 
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(d) An employee called out to work on a recognized holiday for a period of four 
hours or less will be paid for four hours at time and one-half in addition to his straight time 
holiday pay. An employee called out to work on a recognized holiday for a period of more 
than four hours but less than eight hours will be paid for eight hours at time and one-half in 
addition to his regular straight time holiday pay. 

(e) Employees who are required to work more than eight hours on a recognized 
holiday will be paid at the rate of double time for all such work in excess of eight hours. 

(f) When necessary, employees will be granted a reasonable time off with pay to 
vote in a national, state or local election. 

(g) Excluding planned projects and appointments prompted by customer requests, 
no field construction, field maintenance or routine customer service work shall be 
performed on the actual calendar holidays for Labor Day, Thanksgiving Day and 
Christmas Day, except that which is necessary to protect life, property or continuity of 
service. 

ARTICLE XIII - VACATIONS 

Section 1. (a) Every effort will be made to grant vacations at a time suitable to the 
employee, but should the number leaving on vacation in any one period handicap the 
operations of the Company, the Company reserves the right to limit the number receiving 
vacations. Preference for vacations shall be granted within a classification at a 
headquarters on a system service basis. 

(b) Vacations for employees will be granted with pay during the calendar year in 
which they complete the specified number of years of continuous service on the following 
basis: 

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

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

(3) Employees with seven or more years of continuous service with the 
Company shall be entitled to a vacation of three weeks. 

(4) Employees with 15 or more years of continuous service with the 
Company shall be entitled to a four week vacation or, if required to work by the Company, 
payment of one week's wages (40 hours at straight time) in lieu thereof for the fourth 
week. 
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(5) Employees with 21 or more years of continuous service with the 
Company shall be entitled to a five week vacation or, if required to work by the Company, 
payment of one week's wages (40 hours at straight time) in lieu thereof for the fifth week. 

(6) Employees with 32 or more years of service with the Company shall be 
entitled to a six week vacation or, if required to work by the Company, payment of one 
week's wages (40 hours at straight time) in lieu thereof for the sixth week. 

(c) An employee accrues entitlement of 1/12 of their current year's vacation for 
each full month the employee is employed during the current calendar year or is on STD, 
or leave of absence. Any employee leaving the Company's seJVice during any calendar 
year shall receive payment for any unused portion of accrued vacation for that current 
year. However, in the event of an employee's death, the estate of the employee will be 
paid the unused portion of the employee's total vacation allotment for the current year. 

(d) The anniversary of employment shall determine the employee's vacation 
status. 

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

(f) An employee who is eligible for more than a three week vacation may be 
required to take the vacation in excess of three weeks outside the preferred vacation 
period, which is the period from June 1 to September 30. 

(g) An employee who meets all the qualifications for vacation, and is on a Leave of 
Absence for illness on the last day in the calendar year previous to the vacation, will be 
entitled to vacation. 

{h) When a holiday falls within an employee's vacation such employee shall 
receive either an additional day's pay to compensate for the loss of such holiday or the 
paid vacation period shall be extended for one day, at the discretion of the Company. 

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

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

ARTICLE XIV - NATIONAL DEFENSE 

Section 1. {a) Employees who volunteer for or are drafted in the armed services of 
the United States, or are conscripted by the United States Government, shall retain all 
rights and privileges under this Contract, including seniority standing and shall be entitled 
to vacation pay due. 

(b) The Company in recognition of service rendered to the Nation, agrees to 
restore all employees to their former positions, except those dishonorably discharged, who 
notify the Company within the time specified by applicable legislation of their desire to 
return to work. An employee who leaves the Service ill, injured or unable to work shall 
retain all rights of his former job until he is able to work. An injured, weakened or partially 
disabled employee shall be offered light duty, if he is physically able to perform such work. 
All Company sponsored life and AD&D insurance coverage for employees starting an 
approved military leave of absence will be continued for a period of up to six months with 
the same cost sharing as before the leave began. 

(c) The foregoing provisions shall apply only to employees who are eligible for 
statutory re-employment rights. 

ARTICLE XV - DEPARTMENT STEWARDS 

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

ARTICLE XVI - RETIREMENT BENEFITS 

Section 1. RETIREMENT INCOME PLAN: (a) Eligible employees represented by 
the Union hired or rehired before January 1, 2017, will participate or continue to participate 
in the existing Cinergy Corp. Union Employees' Retirement Income Plan (hereinafter called 
the "Retirement Income Plan") as amended and restated effective January 1, 2014 and 
subsequently amended to make legally-required changes as required by appropriate 
federal legislation and regulation governing such plans or technical changes, under the 
terms set forth in the "Amendment to A-71 Retirement Plan and HRA Conversion 
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Agreement'' dated June 2, 2016. Employees hired or rehired on or after January 1, 2017 
will not be eligible to participate in the Retirement Income Plan. 

(b} In consideration of the additional benefits incorporated in the Retirement 
Income Plan, the parties to this Contract agree that the Company will not reduce the 
benefits and the Union will not request any change in the Retirement Income Plan until the· 
expiration of the Contract in effect on May 15, 2021. 

Section 2. RETIREMENT SAVINGS PLAN: (a) The Company agrees to establish 
and maintain an employee savings plan, subject to the provisions of the appropriate 
federal legislation and regulation governing such plans, to be known as the "Duke Energy 
Retirement Savings Plan", hereinafter called the "Retirement Savings Plan." 

(b} The Retirement Savings Plan is described in the Company's publication the 
"Duke Energy Retirement Savings Plan", Summary Plan Description and Prospectus. 

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

ARTICLE XVII - INTERRUPTION OR PYRAMIDING BENEFITS 

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

(b) It is further agreed that there shall be no interruption in the payment of one 
benefit in order that the employee may receive payment for another benefit. For example, 
no employee may interrupt his vacation to begin sick leave or interrupt his sick leave to 
include a holiday. The only exceptions to the provision are that an employee's sick pay 
may be interrupted to include vacation pay and that vacation pay may be interrupted to 
include death in family pay as set forth in the Contract. In the event of a death of a relative 
as defined in Article VIII, Section 18 occurs after the start of an employee's vacation, any 
compensable bereavement time off under the Contract would interrupt the vacation and 
replace the unused planned vacation days. The rescheduling of the unused vacation days 
interrupted by the death must be approved in advance by supervision and shall not impact 
nonnal administration of vacation in one-day increments as provided in Article XIII, Section 
1 (i). 
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Section 1. (a) The Contract shall become effective as of May 15, 2016, and all the 
provisions thereof shall continue in full force and effect until May 15, 2021, and thereafter 
for successive three year periods unless one of the parties hereto 0n or before the 60th 
day next preceding any contract anniversary date shall notify the other party hereto, in 
writing, of its desire to modify or terminate the same. 

(b) Joint conferences between representatives of the Company and the Union 
shall be promptly started following any of the above notifications for the purpose of 
reaching a mutually satisfactory agreement. 

(c) On or before May 15, 2021, this Contract may be extended by mutual 
agreement of the parties for a specific number of calendar days. If a tentative agreement 
on the terms of a new Contract has been reached on or before May 15, thereafter the 
Union shall have one-half of the specified number of days in which to submit the Contract 
to its membership for ratification and in case of failure to ratify, in order that the Company 
shall have the remaining one-half of the specified number of days as notice before a work 
stoppage occurs. 
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IN WITNESS WHEREOF, the United Steel, Paper and Forestzy, Rubber, Manufacturing, 
Energy, Allied Industrial and Service Workers International Union (USW), AFL-CIO-CLC, on 
behalf of Local Unions 12049 and 5541-06, and Duke Energy Ohio, Inc. and Duke 
Energy Kentucky, Inc., do hereby, by their duly authorized agents, in the premises, execute 
and sign this 2016-2021 Contract in duplicate this 7th day of July 2016. 

DUKE ENERGY OHIO, INC. 
DUKE ENERGY KENTUCKY, INC. 
Cincinnati, Ohio 

UNITED STEELWORKERS (USW), 

A~LC Q 
to\) • J\ .Q.A..,c 

Leo W. Gerard 

• Pres;dent {£,. 
C t-1 . 
StanJo~ 

Ronnie Wardrup 
Staff Representative 
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Thomas Conway 

;J(_:z2lfl!~ 
Fred Redmond 
Vvd,nt-Human A .. ;~ 

· wttd221'+. ✓ 
David W. Mclean 
Sub 5 Director 

cf~ g'_#M0~ 
Steve Bowermaster 

~~ 
Steve Benkert 

~ 
Scott Newkirk 
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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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A-DOC# 
A-41 
A-28 
A-62 
A-87 
A-27 
A-61 

A-80 

A-4 
A-8 
A-52 

A-81 

A-88 
A-89 

A-18 
A-63 

A-64 

A-60 
A-54 

A-82 

A-13 
A·36 

A-1 
A-90 
A-5 

A-9 
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Appendix A 

HISTORICAL DOCUMENTS PRESERVED AND MADE PART 
OF THIS AGREEMENT FOR INTERPRETATION AND 

APPLICATION INDEX BY CONTRACT CLAUSE 

CLAUSE ISSUE 
Article II, Section 1 Union Securitv - Comoanv Neutralitv 
Article V, Section 1 Trainina Union on Job Evaluation Procedure 
Article V, Section 2 Suoervisorv Uoarades 
Article VI, Section 2(a) Seniority Deoartments 
Article VI, Section 3 Notification to the Union of Posted Job OpeninQs 
Article VI, Section 3(b) Promotional Retraining 

Article VI, Section 3{c) Gas Operations Promotional Sequences and New 
Position 

Article VII, Section 1 Continuity of Work and Overtime 
Article VII, Section 1 lnspectino Mechanic Job Class- No Shift Rotation 
Article VII, Section 1 Work Hours 

Article VII, Section 1 (b) Field Operations - Schedule Replacement 
Guidelines 

Article VII, Section 1 {b) Work Hours Beyond Normal Scheduled Shift 
Article VII, Section 1 (g) Emergency Work Outside of Ohio/Kentucky Service 

Territorv 
Article VII, Section 1 m Scheduling Make-up Overtime 
Article Vil, Section 1 0) Overtime Guidelines -Field and Systems 

Operations, Contractor Construction, Corrosion, 
Gas Production and Measurement Center 

Article VII, Section 10) Service Delivery Overtime Guidelines 

Article VII, Section 1 (m) Call Out Pav 
Article Vlll, Section 2 Voluntary Transfers Between Headquarters 

Article VIII, Section 2(f) Home Site Reporting Guidelines 

Article VIII, Section 5 Comoany Monitor Contractor Safety 
Article VIII, Section 5 Inspecting Mechanics - AMRP 

Article VIII, Section 8 Witness Pav for Criminal Cases 
Article VIII, Section 12 Welders Returnina to C&M 
Article VIII, Section 13 One-time Use of Sick Pay for Chemical Addiction 

Rehab. 
Article VIII, Section 13 Emolovee Notification of Absence Expectations 
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DATE 
10/07/96 
05/13/94 
08/01/07 
06/02/16 
05/13/94 
01/18/02 
(10/07/96) 
(05/13/94) 
06/02/16 
(04/18/11} 
07/05/79 
05/17/82 
01/18/02 
(10/07/96) 
(05/13/94) 
06/03/2011 

06/02/16 
06/02/16 

05/23/91 
06/02/16 
(06/03/2011) 
(06/14/07) 
06/02/16 
{06/15/07) 
01/18/02 
06/02/16 
(01/18/02) 
(10/07/96) 
{05/13/94) 
06/02/16 
(06/03/2011) 
05/23/91 
06/03/2011 
(10/07/96) 
(05/13/94) 
(05/23/91) 
06/11/73 
06/02/16 
07/05/79 

05/24/85 



A-DOC# CLAUSE 

A-14 Article VIII, Section 14(a) 
A-78 Article V!II, Section 14(a) 
A-71 Article VIII, Section 14(c} 

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

A-91 Article VIII, Section 14{c) 
A-92 Article VIII, Section 14(c) 

A-68 Article VIII, Section 15 

A-7 Article VIII, Section 17 
A-65 Article VIII, Section 17 
A-40 Article VIII, 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-22 Misc. 
A-23 Misc. 

A-25 Misc. 

A-35 Misc. 

A-51 Misc. 

A-55 Misc. 

A-57 Misc. 

A-58 Misc. 

A-67 Misc. 
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ISSUE DATE 
(05/18/76) 

Company Mav Reolace Health Care Plans 05/23/91 
Health Care Security 06/03/2011 
Retirement Plan and HRA Conversion Agreement 06/03/2011 

(08/01/07) 
Post Retirement Healthcare 06/03/2011 

Post-Retirement Medical Benefits 04/04/05 

2016-2021 Post Retirement Healthcare Letter 06/02/16 
Amendment to A-71 "Retirement Plan and HRA 06/02/16 
Conversion Aoreement'' 
$9,000.00 Paid-Up Post-Retirement Life Insurance 08/01/07 
Coveraae 
Inclement Weather 07/05/79 
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 Eliaibilitv for Unavailabilitv 05/24/85 
Double lime Rate and Consecutive Holidays 05/23/91 
Holiday Occurs Durina Scheduled Vacation Period 05/23/91 
Customer Service Route Biddina 06/11/73 
Familv 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 06/02/16 

(10/07/96) 
Downbidding to Entry•Level Jobs 06/02/16 

(06/03/11) 
(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) 

Union Employee Annual Incentive Program (UEIP) 06/03/2011 
(08/01/07) 
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A-83 Misc. 
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A-85 Misc. 
A-86 Misc. 
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ISSUE DATE 
Amendment to A-67 Letter Regarding the Union 06/02/16 
Emolovee Annual Incentive Proaram (UEIP) 
Sabbatical Vacation Bank and Vacation Credit 08/01/07 
Proarams 
Sale of Assets 06/03/2011 

(08/01/07) 
Discontinue Automatic Proaression 08/01/07 
Benefit Claims Disputes 04/04/05 
Clothing Allowance 06/02/16 

(06/03/2011) 
04/04/05 

Special Union Wide Lump Sum Opportunity 06/02/16 
(06/03/2011) 

Aoorentice Mechanic Operator Ill 02/25/13 
Separation of Gas and Electric Customer Premise 03/20/14 
Work 
Safetv Shoe Policy 06/02/16 
Global Positioning Satellite (GPS} Technoloav 06/02/16 
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Appendix A 

HISTORICAL DOCUMENTS PRESERVED AND MADE PART 
OF THIS AGREEMENT FOR INTERPRETATION AND 

APPLICATION INDEX BY DOCUMENT NUMBER 

CLAUSE ISSUE 
Article VIII, Section a Witness Pay for Criminal Cases 
Misc. Customer Service Route Biddina 
Article VII, Section 1 Continuity of Work and Overtime 
Article VIII, Section 13 One-time Use of Sick Pay for Chemical Addiction 

Rehab. 
Article VIII, Section 17 Inclement Weather 
Article VII, Section 1 lnspectinQ Mechanic Job Class - No Shift Rotation 
Article VIII, Section 13 Employee Notification of Absence Expectations 

Article XII, Section 1 No Holiday Pay Eliaibilitv for Unavailabilitv 
Article VIII, Section 5 Company Monitor Contractor Safety 
Article VIII, Section14{a) Company May Replace Health Care Plans 
Article IX, Section 1 Personal Attorneys During Grievances and 

Arbitrations 
Article XJI, Section 1 Double Time Rate and Consecutive Holidavs 
Article XIII, Section 1 Holidav Occurs Durino Scheduled Vacation Period 
Article VII, Section 1 (i) Schedulina Make-up Overtime 
Article IX, Section 1 Timeliness of Grievance Procedure 
Misc. Family and Medical Leave Act 
Misc. Construction Assistants - Duties and Pay Rate 

Misc. Inspecting Mechanics To Not Cross Union Local 
Areas 

Article VI Section 3 Notification to the Union of Posted Job Ooeninas 
Article V, Section 1 Trainino Union on Job Evaluation Procedure 
Misc. Mechanic Ill 

Article VIII, Section 5 Inspecting Mechanics - AMRP 

Article VIII, Section 23 Participative Management Team Guidelines 

Article II Section 1 Union Securitv- Comoanv Neutrality 
Misc. Downbidding to Entry-Level Jobs 

Article VII, Section 1 Work Hours 
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DATE 
06/11/73 
06/11/73 
07/05/79 
07/05/79 

07/05/79 
05/17/82 
05/24/85 
(05/18/76) 
05/24/85 
05/23/91 
05/23/91 
05/23/91 

05/23/91 
05/23/91 
05/23/91 
05/13/94 
05/13/94 
05/13/94 
(05/23/91) 
05/13/94 

05/13/94 
05/13/94 
06/02/16 
(10/07/96) 
06/03/2011 
(10/07/96) 
(05/13/94) 
(05/23/91) 
10/07/96 
(05/13/94) 
10/07/96 
06/02/16 
(06/03/11) 
(01/18/02) 
(10/07/96) 
(05/13/94) 
(05/23/91) 
01/18/02 
(10/07/96) 
(05/13/94) 



A-DOC# CLAUSE 
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 Vl, Section 3(b) 

A-62 Article V, Section 2 
A-63 Article Vil, Section 1 0) 

A-64 Article VII, Section 10) 

A-65 Article VIII, Section 17 
A-67 Misc. 

A-67a Misc. 

A-68 Article VIII, Section 15 

A-69 Misc. 

A-70 Misc. 
A-71 Article VIII, Section 14(c) 

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

A-76 Article VIII, Section 14(c) 
A-77 Misc. 

A-78 Article VIII, Section 14(a) 
A-80 Article VI, Section 3(c} 

A-81 Article VII, Section 1 (b) 
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ISSUE DATE 
Voluntary Transfers Between Headquarters 06/02/16 

(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 Pav 01/18/02 
Promotional Retraining 01/18/02 

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

Supervisorv Uoarades 08/1/07 
Overtime Guidelines -Field and Systems 06/02/16 
Operations, Contractor Construction, Corrosion, (06/03/11) 
Gas Production and Measurement Center (6/14/07) 
Service Delivery Overtime Guidelines 06/02/16 

(06/15/07) 
Inclement Weather - Service Del!verv 08/01/07 
Union Employee Annual Incentive Program (UEIP) 06/03/2011 

(08/01/07) 
Amendment to A-67 Letter Regarding the Union 06/02/16 
Employee Annual Incentive ProQram (UEIP) 
$9,000.00 Paid-Up Post-Retirement Life Insurance 08/01/07 
Coveraae 
Sabbatical Vacation Bank and Vacation Credit 08/01/07 
Proarams 
Sale of Assets 08/01/07 
Retirement Plan and HRA Conversion Agreement 06/03/2011 

(08/01/07) 
Post Retirement Healthcare 06/03/2011 

Discontinue Automatic Proaression 08/01/07 
Benefit Claims Disputes 04/04/05 
Clothing Allowance 06/02/16 

(06/03/11) 
(04/04/05) 

Post-Retirement Medical Benefits 04/04/05 
Special Union Wide Lump Sum Opportunity 06/02/16 

(06/03/2011) 
Health Care Securitv 06/03/2011 
Gas Operations Promotional Sequences and New 06/02/16 
Position {04/18/11) 
Field Operations - Schedule Reolacement 06/03/2011 
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A-82 Article VIII, Section 2(f} 

A-83 Misc. 
A-84 Misc. 

A-85 Misc. 
A-86 Misc. 
A-87 Article VI, Section 2(a) 
A-88 Article VII, Section 1 (b) 
A-89 Article VII, Section 1 (g) 

A-90 Article VII I, Section 12 
A-91 Article VIII, Section 14(c) 
A-92 Article VIII, Section 14(c) 
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ISSUE DATE 
Guidelines 
Home Site Reporting Guidelines 06/02/16 

(06/03/11} 
Apprentice Mechanic Operator Ill 02/25/13 
Separation of Gas and Electric Customer Premise 03/20/14 
Work 
Safetv Shoe Proaram 06/02/16 
Global Positionina Satellite (GPS) Technoloav 06/02/16 
Senioritv Departments 06/02/16 
Work Hours Beyond Normal Scheduled Shift 06/02/16 
Emergency Work Outside of Ohio/Kentucky Service 06/02/16 
Territorv 
Welders Returnina to C&M 06/02/16 
2016-2021 Post Retirement Healthcare Letter 06/02/16 
Amendment to A-71 "Retirement Plan and HRA 06/02/16 
Conversion Aareement" 
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• 1>ariila9 the. 1''13 naga.l:iat.10111 the aomdttfta• of t.ha ee.paai, 
and tba Union d!nuHod. thll co~any•• polley coa•mlnv alJ.oW1.111f an 
••ployee.ldlo u •abpoefta•d, to t,e oft ~l'k to tanUtr In a ooun 
proceedinq wh1d1 dN! _not dlnct.1:, in¥ol9- the COSlpU)'a 

-.,P.lO)'uH w1to ~ ooraUnUll1ly in OQnt•at vlth t.M ,-1,U.a ••J' 
occall1cna11y lfltaau aat• lfhiah o&ultt lead to cridnal arn•t.• or 
oh••n• par.onlll in.jury .or r•roparty d4'Mif•• "hioh. uou.td aault ln 
llt111atlon •. In nin•t iaatanC'lt•, I.ha •ctton• ob1u1ne4 ~ eq,J,.o,-et 
While wJ~ldA 1-he se.opo or thdr e;aployr110n~ can he NGOl:dad t.hnurh 
-,rt,~" •t•tAaaont•; afUdaTit•, or in 1.bd.tad a1tuat10ita, •PD•I.Uoa•• 
such 9ata.t.-1nq ot fActu.1 intoz,ratlcn wu1d not. orcUnaril7 ,,...,,.._. 
&bNDCCI tr:o,;, vnrk. : . 

- . \ . 
:za • wry ... 11 proportion or can 1, •1!1'1o,eoe QOalcl bl t,ab• 

.,oen•c;S to .t:enify ill a~rt prOCllledlntt•• Jin erinina1 .liU9aUM tbe 
90wnuantal .body for vhOlll ai. ej,q,lo)'lttt 1 a aubpoenaed •T · IMt ·waabl• to 
INlk• tbD e1111,1oy- entlntly vbol• for hi• loat. .. mit191 c'!a:rln9 the tiN 
· ot Id.• ta*l.Donl'• nowo•r, in olvU llt19at1on, lt i• not WICDIUICm 
~or ~ta. pas-t3" who oau••• th• vi~••• to bo aui'°°•n•od to hl.lDlllrH t.JMt 
wl.1:n•H to~ runlUnv 101t en·ttiltcJS 1111d •xp9nne•• 

~1••• an not encour•9'd to 90 out of t,_lr va,- to au• 
tt.•elwa &"-&U.abl• •• wttneuoa ta any inc,Ldont whio!a cou14 ultl• 
ut.1)' be litl9atod. 01\ the e~r hand, ~o Conpany· 400• ~ 111111t 
to f'CUlll•• ar• •i,plo,-. who uy bit called upon to aiaUfy l&'l the 
.,-.ry W1fraquo11t dtueti~•. vhan ha 11 110t nb.burHd for ·bi• •tq,•n•-• 
and lo•• of N9ular pay by th1t J>H't)' \rJJO .aubpoaf:lllad h1,.. !'ta. COfflpany 
will en.luat• Slloh cue• an 11ft J.n41.•1dti•1 huh to detcffllU vbother 
1n1ch aider lllinl1&d and i'e81,~natl.,1• .-,.,1lnyeu •l'lo\lld. rocdw c.helr r•tJ1t-
1ar p• y when th•Y •n orr m~ to to1t.ify. · 

Vor7 tnly yc,ur1, 

_l\rthur 11. Jlhrn•chv.ndar 
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:.,. 

t11111• 11, U?J · 

. •• W11llaa P. Billia~l•Y 
••n•ftbdwa . 
Ofti~il ,t: .. lwot-ker• <"f J.Mric• 
JSJJ \'-.l.11• 8U'ff~, Jtool!I 3.11 
clnollma'-1, Ohio ,.!1210 · 

~Nr ME. B111in••1•f• 

~i!"9 tho'•u,J 1tttt'Oti•t~o"• tba OONllt.t:••• or· u. enpaay 
m1t1 ~-- Unl.oa -cliaeuaaad ~ha poadb1Ut.y of allov.1119 hffl.Hlllta 1• 
1:ta. Cuto1M1: 8or¥lo. Bttat.lc,n o~ this naa <>1,er•U119 OnJlal'tMill M 
ehoOa• th•i~ l"Qut•• on• .. ntori~y h••1•• · · 

a,,oa dMI ac,npbnn ot ~he lJ7S•7f Coft~r•ot tM dettaftllht: · IIUUlt•-• an4 a 00t111ltu• -ot t.:t. UaiOII Wi1l --~ In an •rfClrt w 
. 4ra• • gtdcJ•U1te1 for thll 1.-.,1a•ntatlon of such • -r•"•• Pnwi41aq 

a atuau,. a,,rtteal>l• •t of .v11idel11M1• l • raachG...t, the eo.,,aa, J.• 
1rllU119 to allow th• •••i~nt et ftJut••· on tt. b.-.d• ot ._Nld.oli.ty 
·t .. , • vi.al period of· one Y••r• Jf thl• trial pc~.f.od ·pm•• •U•• 
tae~y ~ •• c:o.-,.y., tha pZ009dur• will be contlJauad 4uri•r ~1111 
ta111 of ui. UU•16 eont.raot:. . 

OIU 1'e t-'Dun~• 
"• C,el• ton 

Very truly 7oura, 

Art:hur R. nhrnaoln,1111'1•~ 
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THB CINC(NNATI GAS & ELECTRIC COMPANY 
/ CINCINNATI.OHIO "llflOI 

YICC' "c••••n 

Mr. 11\omas Sptll'lock 
Staff Repruent1tfve 
United steelworkers of. Am.erf ca 
3300 Central Parkway 

· Clnolnnatl, Ohfo 45225 

Dear Mr. Spurloc,la ·· 

July 5, 1979 

During the 1979 negotlatfons, representatives of the Company and the Union 
discussed the alloC!atfon ot overtime assignments. 

The Company intends that overtime shall continue to be assigned In accordance 
with the long and well-t1~bllshed procedures of equalization Within alassllfaatJons 
at indMdua.l dlvtslons or headquarters. While the low employee on the overtime list 

--, may not be called tor a particular overtime ocoasion, the Company expects over- . 
time to be ret,uvely equalized over a period of time. Normally, It b not Important 
to the. Company which person In a desfgnat~d olu11lfaatlon performs an ~lgnment 
u lonr u the individual Is qualltied. While a speC!ftJC! Jndlvldua.l wlth certafn skillB 
may ocoulonally be necessary to perform a particular assignment, the ooculo111 
where that f1 required are llm!ted. It is also understandable that employees ·who 
begin a part_ieuJar overtime assignment may, for purpose, of contJ~uity, ffnlsh that 
work, even It the completion occurs at another time. 

In making overtime assignments, all employefll must understand the Compahy'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 It others are readUy 
available. It is understandable that Indlvfduals and fa.mill~• develop appointments 
and social obllgatfon, ot Importance. Although employee, heve a responsibWty to 
be available tor overtime as1lgnments, supervisors should give recognition, when 
feasible, to employees' personal commitments, I! openting needs require an 
Individual to break his personal appointment, the least the responsible supervisors 
can do is to explain the reuons Cor this ln!rlngement to the Individual. 

in those areu where overtime scheduling has functioned most etrectively, 
supervisors and employees have developed a mutual Interest and pride in meeting 
the operational needs ot the Company while giving msdmum recognftlon to the 
personal interests ot the employees. Supervisor! attempt to notlty employees of the 
need for overtime as tar in advance as possible. Employees trequently suggest 
schedules or volunteer ror planned assignments. Employees often trade assignments 
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wlth supervisors' permission. This type ot oooperatf ve eflort aan provide the basis 
for a healthy and ·produatJve atmosphere 1n any headquarters. With such a cooperative 
atmosphere, Incidents ot disalpllnary aatlon because an employee Js excessively 
absent from overtime aalgnments will be minl~lzed. · 

It ts thought that this letter will clarify the Company's policy concerning 
. overtlme·assJgmnent1. 

Very truly you~ ff 

c:z,r-../~~-
Arthut R. Ehrnachwender 

,· 

: . 
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-Jiifo THE 'CINCINNATI GAS & ELECTRIC COMPANY 
CINCINNATI.OHIO ,41Jao1 

Mr, Thomas Spurlock 
Staff Representative 
Unlted Steelworkeni of America 
3300 Central Parkway 
Cfncfnnati, Ohio 45225 

Dear Mr. Bpurloola 

JUly 51 1979 

During the l,919 negotiations, r.f!presentatlves of the Company and. the 
Union discussed the eompensa.t_fon polioy for employees who undertake treat­
ment for alcoholfsm. 

While slck compensation has not previously been gt"anted tor the treat­
ment ot aleohol~c condJtlon.1, the Company will alter that arrangement when 
an employee obtains treatment at an approprfate· detoxification facility Qllder 
the direction or the Company Medfoal Dfreator or fn ooordiq•tlon with the 
Medlcal Dlreetor and the employee's pel"sonal phylfefan. Available slok pay 
may hereafter be used for the ffr,t oontfnuowi absence .when an employee 
undertaku to COl'teot an aloQhollo problem thl'oligh an approved program~· If 
the initial rehabllltatlon etfort at a treatment oenter Is not sueceuful, · the 
employee wm not be granted additional available slek pay. · 

. . 
The Company la wllllng to erlend this extra effort to help afflicted 

employees and their tamUies, to. eliminate the ~Ul'den Imposed upon the fellow 
employees, and to minimize lost productfrity and absenteeism. cau,ed by 
alcoholism. An en,ployee who Js unwUllng to aacept the responsibility tor his 
own behavior or who refuses to participate Jn a necuaary program wlllt as in 
the pa.st, Jeopardize Ids C!Orttlnued employment with the Company, 

Tile Union Js encouraged to make the Company Mediaal Director aware 
of lndlYfduals thought to have alcoholism problems. With suah assistance, 
fellow employees may be giyen a .chance tor which they may be forever 
g-ratetuL · 

Very truly yours, 

M-~~ 
Arthur R, Ehrnschwender 
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THB CJNC[NNATI GAS & .ELECTRIC COMPANY 

A"°'HUflt R.EHIIIHSC:HWIENOEII 
¥4e&•"&•111ctn 

...... f.TIIU.TIYC aa..,,t::C• 

Mr. Thomas Sp111'loc.~ 
Stell Rep~nta~ve 
United ate·e1workers of Amerf ca 
3300 Central ·Parkway 
Clnelrinatl, Ohio 45215 

Dear Mr. Spurlocla 

July 5, 19'79 
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CINCINNATl,0HIO -Cl!201 

Durl~ the 1979 negotfatfo~, representatlvea of the Company and the Union 
attempted to clarJfy the lnC!lement weather polioy applicable to employees fn the 
Construction c,c ~•Jntenanoe Dlvblon of the Gas Operatini Department. As has 
always been the cue, ~Y' or all employeea will be expected to work without regard 
to weather condf1:,fo111 when It ls neceuary to protect life, property, or continuity ot 
servfee. · . 

Employees will not be required to perform normal work when the headguarter's 
thermometer reads five. degrees or less. However, after consJdertng the current and 
anticipated weather . conditions, crew• will leave their headquarters and proceed to 
their usfgned Job site,. When the temperature 11 afx· degreea and rilling and the 
wind- ls calm or light, all crews· ~m begin !orkfng. U the temperature- t, ten 
defrees or Jess and the wind fs strong and ,usty, the crew, at the Job sites will not 
be required to pertorm normal work. Whenever the temperature reache,s 11 degrees, 
employeu will begin working regardless o! wind oondltlons. The Company will . 
make an eCfort to provide Indoor dut!es, conduct tta.fning or provide outdoor work 
under protective conditions durinr Inclement weather. condltlons tor the remaJning 
fndlvlduall, . 

·During c:ondltlons or dry or light snow, employees wm be required to continue 
to work unless 1.torm condition, deyelop that are too severe to permit a job 
assfgnment to be completed 1ately. During condltlorw o! drizzle or light rarn 
employees will be required to contJnue working unless the precipitation ls great 
enough to soak their clothes. During periods of 'moderate or heavy rain, crews will 
be dispatched or aalgned duties u stated above for cold weather conditions. Every 
eCfort will be made by the Area Supervisor to a,slgn work at locatfons suitable to 
exist.Ing weather conditions where an assignment may be safely performed. When a 
crew arrives at a Job site, the crew leader will evaluate the weather conditions. 
Unless the weather conforms to the Jong established Company definition ot Inclement 
(unmerciful, severe, harsh, tempestuous, rough, stormy, boisterous, or otherwise hard 
to bear} the work will be performed as assigned. rr weather conditions become 
inclement accordlng to the above definitions at any time stter work hu been under 
way, the crew leader may stop operations, seek shelter ln Company equipment, and 
communic11te this tact to the Construction & fl.'aintenance Dispatcher. The crew's 
supervisor will thereafter determine if the weather Is inclement. rn all cases the 
supervisor's evalu11tion will prevail. The Gas Operating departmental management 
will- continually counsel with supervisol'3 in an effort lo assure fairness and contlriulty 
or judgment regarding ~nclement _we.oither, 
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With the exception of the newly established temperature minimums, the 
management 1n the Gas Operating Department does not Intend to amend the 
admfni.stration of the inclement weather provisfons. These pro«!edurea were, described 
ln the recent arbitration decision a.nd award resqlting from a hiarll'ii on January 10~ 
1978 and were explained to employees at group meetings at the varloua headquartera 
earlier this year. The past-administration clearly reflects that no employees have 
been required to jeopardize their health or safety beoause of the requirement to 
perform normal work durJng adverse weather conditions. In facf, statlstf~ informa­
tion re11eats .that the proportion of total non-productive· time attributed to inclement 
weather Increased in recent years. The continued good Judgment ot crew leaderi 

· and cooperation With supervis.ory personnel will avoid futw-e misundemanc:Hnp about 
Inclement weJther. 

Very truly yol,U's, 

Arthur R, Bhrnschwender 



TffB CINCINNATI GAS & ELECTRIC COMPANY 

AallTMUlt R.EHftN• C:HWENDSA 
• Sl:NIOtl ¥ICC ,llCa/D£HT 

Mr. Thomu Spurlock 
Staff Representative. 
"Uhited Steelworken or America 
1300 Central Parkway 
Olnalnnatl, Ohio . -t5225 

»ear Mr. Spw-1~ 

May lf, 1982 
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l ' '\ . . . .-•1! · r,., ! ' . •1· ,•· .,:; ,.,' •.. ,; l/1 !'1,;;; I•" I· 
·?'~~~,. - ---- . ------.. 

C!NCIN"!A'1'1,0Hl0 o4HOI 

Dur1nc the 1812 n.,ttatlons, the committees tor the C.ompany and the Union 
dlacmaed the .,_lbWty ot Implementing • new bargaining unit job clallftlGation • .As 
a result of these di1a1111lom, ·the Company will qree to write a Job delcrtptton for- a 
new job olalllfloatfon of Jnspectting Plechania during the first year of the 1982-1985 
Conttaat. T.hll job clustftaatlon ww· be evaluated In the normal ·manner but the 
maximum ware ra~e resulting from such evaluation will not be aqbjeot to arbitration, . . 

Thll nel\' job C!lauittcation will ultimately be responsible for performing the 
impecttnr duties Gtl'rently being accomplished by exempt employee. These •empt 
employea wW aontlnue to aecompl!Sh the lnspecUnr' duties they are no'! pertor.minr, 
When the Company determlnea that there II a need tor additional or=. repla~ement 
penonnel to perform these lnspeatfnr duties, the new bU¥aininr unit job; cl&41lfiaat1on 
wW be post~ and filled throu,h .th.e estabUshed biddfnr prooedure. ' 

Empl01ees ·who wm subsequently fill this Job clusmcation wW not be permitted 
to demote fn ·aoaordanee with the qreement In m,y letter dated May 1f, 1982. 
Employees In this job eluafticatlon will not take part In ·the Mechi.nlc Operator shift 
rotation. · 

It Ji mtderstood that thla propoaal will aUsty the Union's request to the mutual 
·benetft of ~th parties~ 

Very truly yours, 

~/,~ 
Arthur R. Bhrfll!!C?hwender 
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!.1·1~ I -1~1 ,_A, 

·1 THE. CINCINNATI GAS & ELECT Rte co·MPANY 
N 'lf'.: I ..,__ '-", 1,lt •..:f,-;~n~, 

., - _===---· ----~-

Ao•ERT E. 8y,tNc• 

ADNINll1'1!A1'1VS SEIIYICU 

Mr. TbomN Spurlock 
Staff Representative , 
United Steelworkers of America 
821 Bziard Charles Drive 
Cincinnati, Ohio 45203 

Dear Mr. Spurlock: 

C:INC:INNATI, OKIO <11111201 

May 24, 1985 

During the 1985 negotiation meetings between the Company . and Local 
Union_s · 12D0 and 14~14 the committees discussed Article VIII, Section 13 (g) of 
the Contract concerning the requiremef!i tl)at employees' notify the Company 
that tlley will be tardy or absent from work. 

As dlscuB89cl, the Company expects employees who will be late or absent 
from wo:rk to notify the Com:r;>anY before the beginning of a schedule«:\ sblft to 
indlc~e their aontemplated absence from wor;k. This notif:1~•U~ · by an 
employee allows supervision an opportunity to make lHt mtnuie sche~uling . 
adjustments with fuD knowledge about which employees will be absent and which 
employees have been delayed tn reporting to work. · 

. The Company and the· Uru(!n qreed that it ls the employees' re~ponaibility 
to provide suC!h advance notification about thelr work intentions. Furthermore, 
the Union aHured the Company that it would encounre its members· to so 
notify the Company of their work intentions. Supervisors will counsel with · 
those employees on - an individual basis wbo continuously report 8lisences aftel' 
tbe start of a work schedule to determine the reasons that. such notification was 
not given earlier. 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 ·1etter adequately describes the concern expressed 
by the Company during tllese 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.J.,J (f: Sr-u/ 
Robert· E. Byrnes 

A-9 



THE C:INCINNA'rl GAS & ELECTRic COMPANY 

Ra•t:"T E. BYIIINES 
IIIC:E "IIESIDCNT 

;o.DMIMIS,-IIIATIVC SEIIVICCS 

Mr~ Thomas Spurlock 
Staff Representative 
United Steelworkers of America 
821 Bz1&rd Charlee Drive 
Cincinnati, Ohio 45203 

Dear Mr. Spurlook: 

May 24, 1985 

ATTACHMENT RHM-6(c) 
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CINCINNATI. CIHIO •UUICI! 

During the 19B5 negotiations, the committees of the Company and Local 
Uniqns ~2049 llld 14214 discussed the holiday pay eligibility requirements 
contllfned ·in Article XII, Section l(c). 

Aa agreed, ·Mr. S. Smith's arbitration case shell have no force and effect 
__ on ~termlrdng the eligibility requlremente for holid·ay pay for situations almllar 
to the circumstances in that ca&e, such u a leave of absence or mllitaey 
service, where it is positively known that an employee is not available to the 
Company to perform work on a holiday. . 

lt ts thought that this letter adequately states the aooord 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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CG&E The Er.tergy Service Company 
TIie Clncln•lf Claa a El•etrfc'C•mpanJ 
P.O. lox 960 C.netn11111. Onro •520T~ 

Hr. Tballas Spurllx:k 
Stm! Rep:esentai:i.v~ 

. Unbd. st:ael.warlcets of Amer:lca 
7162 Reading llOi.d. , . 
Sml:e610" · 
dnc:lnnatl.1 Obkl 452l7 

Dear Mr.-S~-: . 

May 23 1 1991 

ATTACHMENT RHM-6(c) 
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Jehnfl, RIOS 
M1negff. Plfsonnel Rtl&llons 

D\U:lng the 1991 negot:latidn meecngs, the c::o.mnm::tees of. the company and 
. the Onion ~ tbe wcirk pnct;:iges of Ojnb:actars and employees:. 

'l'he ol'lfQn valced a: ccmc::em that con\:t'actDz:s ~ net: in .c=mplumce tdl:h 
the satet.y st:andcds applied tD employees, espec:lalLy vldle woz:Jdng aide by 
side en 'the sue job. 1'1- Company has a continuing a:mcern far the safety 
anc! we11. being- -r:f .tts employees ana Js c:cnstal1t1¥ m~ wark areas, 
c:,ond:itfons and- ~ures. Outing these negct:iation m~gs, ~ company . 
assured the TJn:km that Jt:s supecv.lsign will sti::Jct:ly :monitat:' the c:onst:r:uc:t:lmi 
practices cf · contz:acb:a in .order ti:, assure comp]ian0! with the appropx:1ate 
safety rules and. WOt'k bal::tib;.-

Safaty on the ~ must be a cont:lnuous ac:tiv.:lty, Mt only far supecvjs;ign 
of tbe company but for every employee. It .Js only through cooperatkm ct 
our aip1oyees that we an alile to mamtain OUl:' outstanding "safety ~­
'l'be com.~y wfl1' continue· t.o strive to c:onduct b operat:ians in a safe and 
e:rldert manner. · 

These. ~ces by the Company should alle~ the cxmcerns of the 
Otrlon in this matj:ar. 

ce: J.. Dearth 
R, Zilo.mer 

Very truly yours, 
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. C G&E ··. The Energy _S.ervice Company 
TM Clncf-Q Qn a lltctrle CfflPl!lr 
,:,·o. Box Na Clncmnu. Ollro "520 T-0960 

Mr. 'l'homas ~ . 
St:aef Representative 
Omt:ecl steelwcrketll of Ame:c:k:a 
7.162 Reading Road 
Swee flO 
dilalnnati., Olm> 45237 

near ·Hr. s.c,urlcck: 

May 23 , 1991 

-~ 
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John P, Rott 
M•naoer. Personnel Rtllti(!ns 

During the 1991 negct:iat:icn- meet:!n-gs, representatives of the Company and 
-the Union d:lscussed e.1i:ndnating the n~ far management to confer wl!:h the 
t1nion in the event that a hfi!ll]th care pJ:Ovuier is- rep1aced b:y ether JllAdical 
CDYeJ:age. 

l>w::ing these ~ns, the Coapany ancl the t7nicn Shared oe,nce{ 
over the ast:zonomcal. mer.ease :in med3cal CQll:l!I that aoam:,:m in th• put t:m:ee 
yam:g. . As a s:ewll: ot .th~ ctiac:uasfons amcm:ning the e1bdnatlon ot Ad:k:le 
VIIC, Sectlcn 14 (b) .of the~ contnct; ..the t1rWm ~~ the,.C:0111pany that .it; 
wou14 C0bpetate and. objectively ~ any health care ~ that . tb,e 
company _sug~d as a ·s~ b' ex:isting hall:11 can pn,viders. 

. . . 
lt Js tbcught that~ ac:cord W1'J?; be mutually berteticlal t0 both part:m, 

cc: J. t>earth 
R. Zimmer 

Very truly yours, 

u1·re .. 7,"J~n.n P. R006 
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CG&E ·!J The Energy Service Company-
TIM CIIICIMICI 0.. I Eltctrlc C111111• 11J 
P.O. Box HO Cinc111nab. Ohio •s201.Q960 

Mr. Thomas SpUJ:lock 
st::atf Represem:at:l.ve 

· United Steelworkers of Ameldca. 
. 7162 Reading Rca.d 
sub 610 
Cinctrmati, Ohm.(5237 

Dear N:r. Sp~: 

.May 2J I 1991 

ATTACHMENT RHM-6(c) 
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"'""'·""' Mana111r. Personnel Rell.hons 

Dw::ing the 1991 negatiatbri meet:l.ngs 'the C0111.1l\lttees af the Company and 
the Unkm discl.tssed the representation ct -employees by personal. at:tarneys ar 
outslde agencies during the gdavance and ~bitrat!on prooedures. . . . 

· As a :resul!: CJf these d:iscus&lions, ~ pardas agned that the Onion :is the 
80le J:iargain:ing repz:esentati.ve t'Cr jt;s · •~ and therefore no outside 
repraant::atioll ,nJJ, be pet1IDl:mcl dw::ing such meetings. Tlds .ht no way 
l.W1 Jite the O'niQn•s abWt;y to have an attcmey represent :Its own -interests 
dm:fng the g,::iavance encl arbi::mt:lan p=dadw:es. 

. D;_ lS believed that by prccaedinq ~ ~ manner the a:,noerns expressed 
· during these meetings have. been alleviat:ad. . · 

a:: J. Dearth 
· R. Zimmer 

V-.r:J truly yow:s, 
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C_G&E *·; The En·ergy Service ·company .. 

Mr. Thoaas s~ 
Staefll~. 
l1ntt:ed Steel.var-ken Cf Aaet:11::a 
71GaeadmqRcad 
Sub 110 . 
Ciflcdnnat:i, Ohio 45237 · 

Dear Hr. Spuz:lock: 

May 23r 1991 

'. 

ATTACHMENT RHM-6(c) 
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,l1INIP,,.00t 
Manager. Perso,,net Re111ion, 

During tbe 1991 negd::iatlon meetings, represent:ati.ves .of the COllpany and 
the UnSon disco.ssed · h~ pay far empk,yees who m:e requ:ed. tc wark on 
bath ~ two consecutive ~ys. · · · · 

• I • 

All a X'IISUll: d. t2'leaie dlscusakms, the part!as agreed the when employees work ~ boUX'S cont:!guous w.ith tbe beta Wark.eel on the pnvmua day 
holiday, ell hours OW!r eight (8) ~ be pa!a -at the double. ,:!m~ rates. . This 
would only apply fat' hours wat:ked on ttie. -day ·att:er Th8llksgi.W1g and the 
co111pa.ny xecc:,gnized hc1iday Of chrlst:mas t)ay. • . 

lt .is thaugllt that thls CllO;espondence ..a.dequatal.y desc:dbes the accord 
xeached by the parties coneeming tlus sw:,jact. , 

cc: J"' Dearth 
R. ZUnmer 

Vc:y tr;uly yours, ,. 

/J~ ' __,,~-
P-.'R~ 
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CG&E .'1The Energy Service Company 

TIie ClftclMAQ a., • 11te1nc C•111p•11r 
P.O. 8odf!O Cincinnali. 01·110 4520 t ..osaa 

Mr. 1'ho11as Spurlock 
staff Repnsent:at::l.ve 
Onbd S\:ae1wCrlcm:S of A:med:a 
7162 Reading Raad 
Sub610 
dncdnnati, Ohio 45237. 

Dear Mr. S~w::b=k: 

May 23, 19.91 

ATTACHMENT RHM-6(c) 
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,111111.l',RNS 
Mlna;er. Personnel Relaftons 

During the. 1991 negct:iations, the ccmmfl+ees of the Campany and the 
Umcn dfsoussed empl0yees taking vacat:x)ns . whk:h Jnc:lude a <:ompany 
ni=g.nfZedhcliday.. . ·. 

In «der ·~ the Collpany tc effectively al)d~ efficiene;y direct the wark iJ 

f'ol:aa, ·:ii: aust:. •mnt:ain b rlght tc m.ake the detec'lldnat:iml as to whether an 
eaptoyee rill. J:'81:1Ed.ve eil:her eight halml ad~ pay or ·one •ad<litional 
\'11C11tion· day when an 1mp]oyee sc:!hedu1es a ~ which incb.ldes a hoUday, 
However I dw:ing these·· m~gs ~e c'au.pany agreed that employees can make 
1:hmr preference Jcnown tc supervjsk,n as to whether they· want to rec:eive 
d:ber eight hours addil::kmal pay or an adcJfticnal. vacat:icn day. The 
aupet:VlSClr will give c:iansi4~n to the. employee's xaquest. 

.. 
By ~g in 1:bfs manner 12: Js thought that the Onion's ccncern .in 

ti\Js lllattat' wjJl be _&lle,vJat:ad. 

cc: J. Dearth 
R. Zinuuer 
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CG&£ .J The Energy Service Company 

Hr. Tho'au Spurlcok · 
~ Represerit.attve 
t7mbd steel.workers Clf Amc:ica. 
7162 Reading Road 
Suite 610 
dzlc:lnnati, Olw> 45237 

Dear Kr. SplElcck: 

JellnP.AMS 
Manager. PeHOM11 Rttanons 

May 23, 1991 

Dudng tb.e 1991 negatla:Hon meetings, ~ves cf the ~ompany and 
the trnka d!scl2ssed the scheduling af make-up ~e assignments. 

,. .. -

. . 
'l'his a:,mmfi:111.ent by the company ~ address the co~ expressed 

.by .the Vmon dm::mg these negatiatlons alxnlt Jlake-up ovez:tble. · · 

cc: J, Dearth 
:a. Zimmer 

Very ~Y' yow:s, 
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CG&E • The Energy Service CornparT}/ 
! 

.J 

T11e Cinclnna11 Gu & £1ectric Oompa,y • ·; 
P.O. Box 960 • Clnr:tlnltl, Ohio 45201-P980 

Mr. 'l'homas Spurlock 
Staff Representative 
Vnited Steelworkers ·of America 
7162 Reading·Road, suite 610 
Cincinnati, Ohio 45237 1 

•• 

Dear Mr. Spurlock: 
'• 

May 13, 1994 

During the 1994 negotiation meeting$, the committees for the 
company and the Union~iscussed 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 ~itably 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. 

Kowever, as a resu~t of these discussions, the company did 
give its assu:i;-ance that it will strive to respond to all grievances 
as expeditiously as pos~ible. ,. 

It is understood that unavoidable ~elays by both parties may 
occur for various iegitimate reasons. Any su~h cirownstances must 
necessarily be accommodated without prejudice to the position of 
any party to the griev~nce. 

It was also agreeB· that if, in the future1 the-Union believes 
that grievances are nol; being resolved in a timely manner, the 
company would be wHl~~g to meet with the Union in order to resolve 
this issue. 

It is anticipated that, with this accord, the interval in 
processing grievances wi~l be reduced. 

cc: s. Newkirk 
R. Zimmer 

·: .. 

ve£Lt2izh 
Edward R. Schuette 
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CG&E• The Energy Service company 
The Clnclnn.U Gas & Eleclrlc Company 
P.O. Box 060 • Clncinnali, Ohio 45201..()880 

Mr. Thomas Spurlock 
.Staff Representative 
United steelworkers of America 
27162 Reading Road 
suite 610 
cincinftati, OH 45237 

Dear Mr. Spurlock: 

May 13, 1994 

ATTACHMENT RHM-6(c) 
Page 59 of 153 

During the 1994 negotiation meetings, the·- parties discussed 
the administration of the Family Medical Leave Aot (FMLA). . -· . . 

During the discussions, the Company-assU;red the Union that its 
atll'llinistration of the FMLA does not reduce the employee benefits 
provided for by the Contract. Furthermore, the company assured the 
Onion of its continued commitment to considering. the particular 
aircwnstances · invoJ,.ved with individual employees, who may be 
experiencing hardship and whose eircwastances may..warrant leave in 
addition to the FMLA annual allotm~nt. · 

It is believed that the above oolllmi tmerit : by the company 
alleviates the union's concerns in this ma~ter. 

cc: s. Newkirk 
R. Zimmer 

v~~ 
Edward R. Schuette 

• r 
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CG&E• The Energy Service Company 

1 The Cincinnati Gas & Eleclric company 
, P.O. Box 960 • Cincinnati, Ohio "5201-0960 • 

) 

Mr. Thomas Spurlock 
Staff Representative 
United Steelworkers of America 
7162 Reading Road, suite 610 
Cincinnati, Ohio 45237 

Dear Mr, SpQrlook: 

May 13, 1994 

During the 1994 negotiation meetings, the 001'1111\ittees 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 
classifica~ions at higher wage levels than their previous iob. 

; . 
As stated during these negotiations, at some point in ti.?l\.e, as 

determined by the C9J11pany, the number af 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 "tha.t job 
classification; · · 

In addition, the company assurid· the u~ion that if p~oblems 
are detected as a result of the administration of the construction 
Assistant job duties, the CO?Dpany 'lfould .be willing to meet wl th the 
Union to discuss this issue at that·time. FUrthertuore, as stated 
during these negotiations:, and in aceordanc~ with the original 
intent of the parties ~hen the Construction Assistan~ 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 alleviat~ the 
concerns of the Union in ~his matter. 

cc: S. Newkirk 
R. Zimmer 

v£JiJ/ih 
Edward R. Schuette 
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f".G&E• The Energy Service ComP8fT)' 

1 

' 

The C!ndruiatl Gu & Elaclrlc Company 
P.O. Box 960 ! Cincinna11, Ohlo "'5201-0960_ 

Mr. Thomas Spurlock 
Sta.ff Representative 
United stealworkers·of America 
7162 Reading R~ad, suite 610 
cinoinnati, Ohio 45237 

Dear Mr. Spurlock: 

May 13, 1994 

As disoussed during the 1994 negotiation meetings, there are 
presently 15 Inspecting Mechanics in GH Operation·s. Thase 
employees are per~orming the following funotionsi locating 
faoilities, preparing peridt drawings, inspeeting exposed pipelines 
on bridges, inspecting pipelines and lccating and plotting gas 
facilities as a result of Ohio.House Bill 53B. These Inspecting 
Mechanics are located throughout our system, but primarily at 
Monfort Heights, Dana Avenue and Todhunter Road. 

As discussed; during the term of the 1994-1997 contract, 
:Inspecting Mechanics will be paid fi:tty-five cants (. 55¢) above the 
maximum wage rate o.f their job clas• l:Ucation. 

Inspecting Mechanics will also protect facilities by their 
presence and· direction cf contractors working around gas 
facilities. This Inspecting Mechanic job }iill not be subJ11itted tor 
re-evaluat,ion since the job description adequately dat'ines the 
duties required in performing House Bill and system protection 
work. There will be two (2) Inspecting Mechanics perfct111ing 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 partorm work only in the 
Northern local and Mr. Barrett will pert om work anywhere in Local 
12049ts service territory. At this time. we do not anticipate a 
change of headquarters. 'l'ha Company will train the· remaining 
Inspecting Mechanics to perform House Bill work. The number of 
Inspecting Mechanics. perf'o.rming House Bill worlc 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 f~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 installing and 
replacing gas mains and services·. 
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zn~ecting -Mechanics will be ·required to work in any 
geographi~al area assigned, i.e., Kentucky, Indiana, Ohio, except 
across Union Locals. Back-up Inspecting Mechanics will only 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 ~ith the contractual posting 
procedure, within Local 12049 or within Local 14214. Also, the 
company . ~esarves the right to determine · the headquarters as to 
where tna replacements or openings will ·b&···filled, in Local 12049 
or in Logal 14214. · 

:It - -is believed- that. this correspondence addresses our 
. discussion "t the negotiations. 

cc: s. Newkirk 
R • 'Zillllller 

VEi:JRb 
Edward R, Schuette 
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CG&E• The·Energy Service Company 

] 

...... --

The Clncinna!l Gas & Eleclrfc Company· 
P.O. BOK e60 • Cincinnati, Ohio 452a1-0960-

Hr. Thomas Spurlock 
Staff Representative 
United steelworkers of America 

·7162 Reading Road 
suite &10 
Cin~innati, Ohio 45237 

Dear Mr. Spurlock: 

May 13, 1994 

During the 1994 negotiation meetings, the COllllllittees of the 
company and Loca~ Unions 12049 and 14214 discussed notification 
to the bargaining unit of posted job openings, transfers and 
reassignments. · 

As was agreed, during the. term of tbe 1994-1997 contract, 
the results of posted job opa.nin•gs, transfers ancl reas~ignm.ents 
will be forwarded to the Presidents ot the Local Unions as soon 
as practicable. · 

By proceeding in this manne~ it ~s thou9ht that the Union's 
concern in this matter will be aLleviate4. 

cc: s. Newkirk 
R. Zilnmer 

£Lr/~ 
Bdward R. Schuette 
..... 
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r,G&E • The Energy Service Company 

! ,, The Cit'ICinnati Gu & Electric Company · 
P.O. Boxll60 • Cindnnafi, Ohio •~01-0960° 

Kr. Thanas Spurlock 
Staff Representative 
Onited steelworkers of America 
7162 Reading Road · 
Suite 610 
Cincinnati, Ohio 45237 

Dear Hr. Spurlock: 

May 13, 1994 

During the 1994 negotiations, representatives of the Company 
and the Union discussed the possibilities of a training program for 
the •embers of the Union job evaluation 00111J11ittee. 

The .procedures for establishing, revising,. and evaluating job 
classifications is clearly set forth in AX'tiole V, Section 1 of ·the 
e11rrent contract.. As indioat~, the Vnion: aay submit written 
aoma.ents regarding the duties of _a revised jo.b description to the• 

·· company's evaluation committee and may review ·the evaluation and 
wage ·rate of any new or revised classification· considered by the 
Qomp&iiy's coinm.ittee. , . 

At the negotiation meetings, ·the union expressed concern about 
its understanding of the job evaluation process. To understand the 
procied:ures, the company ~ill agree to provide a training program 
for aembers 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 coJilmitt.ee p~;-iod.icaliy re,queste 
information concerning which factor points were changed when its 
committee is . scheduled to :meet with the Company's committee to 
review. the evaluation of a job, the company o:tfioial responsib1e 
~or the administration of .the wage and sala.ey program will provide 
the designated Union represe~tative with such information. 

It is thought that proceeding as outlined "in this letter will 
satisfy the Onion's request about training in. the job evaluation 
procedure during the term ot·the 1994-19~7 contract. 

cc! S. Newkirk 
R. Zimmer 

?i];i;Jlk-
Edward R. Schuette 
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tf,DUKE 
-~iENERGY~ 

June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 554 i -06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local i2049 
United Steelworkers 
Eastern Avenue Headquarters 

Re: Mechanic Ill 

Dear Gentlemen: 

,, 
;, 
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Duke Energy 
139 East Fourth Street 
Cinclnnati, OH 45202 

Reference is made to the discussion between the parties pertaining to changes to the Mechanic 
Ill job responsibilities, rate of pay and line of promotion. 

As agreed, the specially negotiated wage rate for a Mechanic Ill job classification will be 
revised. Effective January 1, 2015, any employee moving into that job classification, will be 
paid at the starting rate of $'i 8.50 per hour. At Intervals of six months, if progress, measured by 
demonstrated ability and performance, has been satisfactory, the employee will be eligible for a 
$0.25 merit increase until reaching the maximum pay rate of $19.50 per hour. 

In addition, all employees entering into a Mechanic Ill position on or after May 15, 20i 6, will be 
employed with the understanding that they must be able to successfully promote to the Meter 
Specialist II, Gas Systems Operations Mechanic II, Gas Plant Operator II, Mechanic Operator II 
or Service Mechanic B within the timeframes outlined within the qualifications of the respective 
job descriptions. At a minimum, failure to qualify for this purpose would include situations where 
two successive written examinations or two successive practical demonstrations were not 
passed. Employees will be allowed a maximum time period of three months between the two 
successive examinations and/or demonstrations. Employees will not be permitted to request 
waiver of their rights to promotion. 

The employment of any individual who does not successfully meet the requirements to promote 
from a Mechanic Ill position to a Meter Specialist II, Gas Systems Operations Mechanic 11, Gas 
Plant Operator 11, Mechanic Operator II or Service Mechanic 8, will be terminated. 

A .. 35 
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Employees will be promoted on the first day of the pay period following successful completion of 
the timeframes outlined in the respective job descriptions unless deemed not qualified or 
sooner, as determined by the Company. If a promotion is delayed due to the Company, the 
effective date of the promotion will be back dated to the first day of the pay period following 
successful completion of the timeframes outlined in the respective job description. If a 
promotion is delayed because an employee is deemed not qualified or has been unable to 
successfully complete a promotional exam, the effective date of the promotion will be the first 
day of the pay period following successful promotion. 

Based on the foregoing, this letter supersedes any prior letters or agreements among the 
parties relating to this matter including current sidebar letter A-35 (Mechanic Ill Pay Rate and 
Work CG&E Wide}. 

It is thought that the above adequately describes the parties agreement on this matter. 

Sincerely, 

ix,wa.-<Nti 
Lisa A. Gregory 
Human Resources Principal 

cc: G. Hebbeler 
C.Lange 
D. Smiley 
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June 3, 2011 

·Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworl<ers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local 12049 
United Steelworkers 
Monfort Heights Headquarters 

Re: Inspecting Mechanic Agreement~ AMRP 

Dear Gentlemen: 
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USA A GREGORY 
Director Labor RelationJ 

Duke Energy 
EMMBO 1139 East Fourl.h St 
Cincinnati, OH 45202 

513-287-3934 

This Jetter documents our discussions and agreements related to employees in the Inspecting 
Mechanic classification and the impacts on worf< and this j9b 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 
docl,lment 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 red!ined 
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 CDL 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 twq;-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 
av9id rofl 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 te 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 wlll not grant vacation for the employee's shift 
du~ing 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 wl/! 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 Jess will not be eligible for the upgrade and the next senior, qualified person will be 
selected. ff the temporary upgraaa assignment will last 31-days_ or more, upon completion of 
the scheduled shift, the most senior person will replace the more Junior person on th.e 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 property describe the agreement reached 
between the parties concerning this issue. 

Very truly yours, 

~a.~C}jlflLH 
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 
C~ati, Ohia 45246 · 

Dear Gentlemen: 

Clllergr~. 
139 East folirthSbttt 
P.O. Box 960 
Cincinnati, OH 45201-0960 

CINERGY. 

During the 1896 discussions concerning work .fiexfbility alid employment 
se~ty. the Company and the Union discussed the continuation of participative 
management tea~. 

. -During these discussions, the parties agreed that together we face a changing 
regulatol'y 'environment, aggx:essive competitive forces and rising customer 
expectations. · 

To meet these challenges ~d to ens\ll'e both the Company and the Union's 
continued mutual success and security, the parties commit to achieving D:laximum 
customer, employee and: ~bareholder productivity and quality of our work and its 
environm.ilnt. 

In ~~g this commitment, the parties recogn:ize a- need for the Company, 
the Union and all employees to supp9rt and strive for a mote cooperative 
atmosphere of increasing openness, trust and DlUtual respect, where all employees 
can fully utilize their creativity,. ta,lents and initiative in a safe and fulfilling work 
environment. 

The parties agreed during ; these n_egotiations to continue the use of the 
participative team process to further these goals. It is also agreed that the 
following jointly developed guidelines will continue to be used for the participative 
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 
s'b.ould be selected objectively based on the issues and subjects to be 
addressed by the group. 

When contractual issues arise after the start of the process, bargaining unit 
leaders and the- Employee Re)s.tions and Safety Department mUBt be notified 
as soon .aa it. ~ 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 Sa:faty Department will be notified when a teatn· · · 
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 ena.ea~or to reach ~u:t' ·goals in .serving our 
customers, employees and shareholders. 

cc: R Zimmer 
S. Newkirk 

Very truly yours, 
,·• 

~ /. ~4e-1/~· 
Kenneth E. Williams 
Manager 
Employee .Relations, 

2 
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October 7; 1996 

Mr. Don Turner 
Mr- James Newport 
United. Steelworkers of America 
1829 East Kemper Road · 
Building 400, Suite 4214 
Cincinnati, Ohio 45246 

Dear Gentlemen: 

011~c:orp. 
• 13' Ust Folirth Street 

l'.0.lox960 
Clndnnatl. OH 45:201-(1960 

CINERGY. 

Reference i& made to our 1996 discussions ooncerning employment security and 
work flmbility. During these discussions the parties discussed the issue of Union 
Recognition in a changing business environment to meet future competitiveness in our 
industry. · 

D,mng· the discussions, the Company confirmed. its commitment to recognize the 
Union as the -.cile and exclusive c»llective bal'gainmg agent for those employees who ~e 
em.ployed in jobs currently under its jurisdiction. The Q:,mpa:ay ~ assured the Union 
of ita oJlll)iDg enrornit;ment to honor any agreements it may enter into with the. UDion. 
The partiea also discussed the need for new and ~vative waya to meet ~ 
busine88 need.$ in order to remain viable within a competitive e:ci:vironment. Theae new 
ways of conducting business may not only re~· sipifi.eant changes witmn. the 
current organization; but may also result in the Company'~ expansion into other 
business ventures. 

· D1m1l( the discussion&, the Company gave. aseurance to the Union that in the 
event of such future ~ansions of our business, should the Union attempt to repre8ent· 
or organi7.e employees outside of its c;urrent jurisdiction, the Company will not interfere 
with such legitimate a~vity and ~ encourage a policy of neutrality among its 
supervisory/managerial workforce. However, the Company· must maintain its r~ght to 
respond to employee inquires in an honest and open manner .. 

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

cc: R. Zimmer 
S. Newkirk 

Very truly yours, 

1/,.,d I ~/7.111 
Kenneth E. Williams 
Manager 
Employee R:elations 

A-41 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local12049 
United Steelworkers 
Monfort Heights Headquarters 

Re: Downbidding to Entry-Level Jobs 

Dear Gentlemen: 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

During the 2016 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 Second Amendment" which 
was last revised December 23, 2013 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 2016 - 2021 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 11, 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", Gas Systems Operations 
Mechanic Ill, or Gas Plant Operator Ill job classifications. Additionally, any employee 
with eight (8) or more years of service and classified as a Service Mechanic "B" or any 
higher job classification in this sequence, to submit their name for consideration through 
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the established bidding procedure when job openings occur within the established 
rotation sequence in the Gas Systems Operations Mechanic Ill or Gas Plant Operator Ill 
job classification. 

The Company will 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", Gas 
Systems Operation Mechanic Ill or Gas Plant Operator Ill. Upon implementation of this 
letter in June, 2011, the Company filled 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 has alternated between the downbid process and the promotional sequence 
process to fill Service Mechanic ''B", Gas Systems Operations Mechanic Ill or Gas Plant 
Operator Ill postings. Effective with postings filled after May 15, 2016, the selected 
employees will have their classified seniority adjusted such that the downbids on the 
posting will be the most senior ahead of those promoting. 

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 II, Gas Systems 
Operations Mechanic II, Gas Plant Operator II, Welder II, Service Mechanic "B" 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 USW system service seniority within the seniority 
district. 

In all situations described in this letter, the following applies: 

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. 



ATTACHMENT RHM-6(c) 
Page 76 of 153 

4. The Company will post opportunities for the Service Mechanic B, Tool 
Repair Specialist, Meter Specialist Ill, or Gas Systems Operations Mechanic Ill 
on the current rotation and will fill the first posting following the date of this Letter 
with any downbids for Gas Plant Operator Ill as described above. For the 
second posting following the date of this Letter, the Company will use the 
promotional sequence within the Gas Plant Operator Ill classification, and will 
alternate between the downbid process and the promotional sequence for future 
postings per the current process within the other classifications mentioned 
above. 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. This has been 
completed but will remain in this letter for historical purposes. 

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, 

Lis~~~aurc, 
Human Resources Principal 

cc: Gary Hebbeler 
Chuck Allen 



January 18, 200? 

Mr. Dave Mclean 
Mr. Eldon House 
United Steelworkers of America 
1329 Ea~ Kemper Road 
Building 400, Suite 4214 

· Cincinnati, Ohio 45246 

Re: Work Hours 

Dear Gentlemen: 

Onergy Corp. 
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139 Eart Fourth Street 
P.O.Box:960 
Clndnna.tl, OH 45201-0950 

CINERGY. 
CG&E 

During the 2002 - 2007 contract negotiations, representativ:es of the Company 
_and United Steelworkers of America and its Locars 12049 and 5541--06 (the •union") 
discussed work hours of bargaining unit employees in both local unions. This 
correspondence cancels and supersedes correspondence from Messrs. Morgan arid 
Randolph of June 4, 2001 to Messrs. McAlpin and Heisinger and the letter of October 7, 
1996 from K. Williams to D. Turner on this subject. 

Based on discussions for the 2002 - 2007 labor agreement, work schedule;; will 
oe implemented as follows. · 

construction & Maintenance 

Accept as specified below, the Construction & Maintenance Group will use both 
the 4-day 10•hour schedule and the S•day 8.nour ~chedule. On or about May 1 of each 
year, that work group wlll commence a 4-day 10-hour schedule. It is _believed that 
wooong th~ 4-101s during the prime construction season allows for the most efficient 
means to carryout that type ofwo~ The·shorter"workw.eek 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 durfng the summer 
sea$0n when the cost for fuel Is at a(maxfmum. Additionally, the fact that school will be 
out will lessen disruptions to setting up job sites prior to B:O.O a.m. Employees, who 
value the third off day each week, will continue to be abre•fo benefrt from that schedule 
during the summer time season. The +10 work hours will remain frorri 7:00 a.m. until 
5:00 p.m. at this time. 

On or about November 1 of each year, the Construction & Maintenance 
Group wm be scheduled to work th¢ 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 B•hour won<: 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~s needs, the new gas ·service inspecting group {spotters) will be an 
exce~on to the seasonal schedule. Visual inspecting work must be accomplished on a 
5-day 8-hour work schedule In order to meet the dally 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 froni 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 · constructlon & malnter:iance crews, Gas Systems Operations employees' work 
sch~utes will be the same as lfsted for Construction·& Maintenance above and will also 
change on· the referen~d seasonal ·basls. Ttt-e 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 d!,Jrlng the winter seasoo. · 

' Contractor Construction Management 

. ·The Inspecting Mechanics· wlll remain assigned to a 5-day 8-hour schedule. year 
round. That work schedule maximizes our ability to provide inspecting ·se·rvlces to the 
contractor work force. The 5-8's will enhance the avall~pility of the lnspecti11g work 
force at reduced overtime costs and at a minimum disruption to the Construction & 
'fytal~tenance Group. 

Service Delivery, Meter Operations, Gas Mea~urement Center 

Employees in · these work groups w~II _continue to . work thei_r current wcirk 
schedules at this time, as long as business needs are b_elng accomplr shed. 

It is belleved that the work schedules as outlined above are a reflection of ttie 
consJdert1tion given to the Unions· input and employe~ comments while implementing 
work schedufes that will help improve the organization's overall effectiveness. It must 
be noted, however; that the Company must maintain its tight to make other work 
schedule adjustmenfs·in the future;to meet business needs. 

cc: 0. Heisinger 
M. McAlpin 

2 

Very truly yours, 

~~~ 
General Manager 
Labor Relations, Safety 
.And Dfsability Programs 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local12049 
United Steelworkers 
Valley View Headquarters 

Re: Voluntary Transfers Between Headquarters 

Dear Gentlemen: 
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Duka Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

This letter documents our discussions and agreements related to employees in the 
same job classification being permitted to voluntarily transfer between headquarters. 

As was agreed, employees will be permitted to submit transfer requests to be assigned 
to another headquarters. On an annual basis, during the first week of August, a notice 
will be posted advising those employees who wish to change headquarters to submit a 
transfer request, in writing, to the Labor Relations Department. All such requests must 
be submitted on or before August 31 s1 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 practical by Management 
but no later than January 7th. 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. Both employees must be actively employed at 
the time of the move in order for the transfer to occur. 

This procedure in no way alters the contractually provided right of the Company to 
unilaterally effect transfers and reassignments and to effectively conduct its business. 
Additionally, this procedure does not alter the long established practice of assigning 
new employees in the starting level job, Mechanic Ill, to the various headquarters of 
Gas Operations. 
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It was also agreed that the provisions of Article VIII, Section 2 will not apply to these 
transfers. It 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 believed that this letter properly describes the agreement reached between the parties 
concerning this matter. 

Sincerely, 

u~,~~~1f°i 
Human Resources Principal 

cc: Chuck Allen 
Terri Barnes 
Gary Hebbeler 



January 18, 2002 

Mr. Dave McLean 
Mr. Eldon House 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Sulte4214 
Cincinnati, Ohio 45246 
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Cinei-gy Coxp. 
139 East Pourth Saeet 
P.O. Box960 
Clncinmti, OH -lSZOl-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 appointmerits 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 appoiritments. H_owever, such compensation will only be granted after an 
employee has met the applicable sick pay waiting period for the same conditfon as 
necessitates such follow-up. appointments. 

It was also agreed that erripioyees will make every effort to schedule such 
appointments during off duty hours. · If this rs 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 fs believed that this adequately describes the accord reached above for the 
2002 - 2007 Contract regarding sick pay for doctor visits during nonnal 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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January 1 B. 2002 

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: 

Cinei:gy Corp. 
139 East Fourth Street 
P.O.Box960 
C!nclnnatt, OH 45201-o960 

CINl;ftGY. 
CG&E 

During the 2002 - 2007 contract negotiations, represen~tives 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. · 

!he 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 run" 
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'ielr 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 discussio~s. the Company committed to re-emphasizing with 
the work force the above expectations of employees. In tum, the Union 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 befieved (hat the above adequately describes the agreement reached during 
the discussions on ~he subject' of lu~ch periods. 

cc: D. Heisinger 
M. McAlpin 

Very truly yours, 

l;:;o~ 
Genera! Manager 
Labor Relations, Safety 
And Disability Programs 
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January 18, 2oa2 

Mr. Dave McLean 
Mr. Eldon House 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4,214 
Cincinnati, Ohio 45246 

Re: Martin Luther King, ~r. Day 

Dear Gentlemen: 

Cinergy Corp. 
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139 1!art F()\lrth Stnet 
P.O. Box 960 
C!ndnnatl, OH 4S201-0960 

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. 

A:s was agreed during these meetiRgs, an additional holiday will not be added. 
As a result of the discussions at these meetings, however, it was agreed that the 
Company ~ould give considerat!on 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 thls date. In the event that more employees request a personal 
day on that date than the Department can permit off, s:ystem service will be utilized in 
detennining which employees at a. specific work location will be granted the tirne off 
from work. It was further agreed that the number of personnel to be pennltted off on 
that day will be determined by the department so as to insl:rre safe and efficient 
operations. 

B.y proceeding in this manner it ts thought that the concerns of the Union in this 
area will be met. · · 

cc: D. Heisinger 
M.McAlpin 

Very truly yours, 

~£.~1)-
fo~n E: Polley 
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: 

Onergy Corp. 
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139 Rist Fourth Sln!et 
P.O. Bmi:960 
Cincinnati, OH 4SZOl-0960 

CINSRGY. 
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 overtlme 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 peciod. 

In most cases, if employees complete fl'!e overtime assignment within the four-hour 
perior:( the Company will continue to release employees to return home rather than requiring 
·them to remaln at,the headquarter~ 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 agatn 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, 

\)JlA ti :i2PP,~~ -
J6ln~~~on:; Vo 
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 

'·near Gentlemen: 
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Cinergy Corp. 
139 East Fourth Street 
P.O. Box960 
Clneinnati, OH 4S2014>960 

CINERGY. 
_CG&E 

During the 2002 - 2007 contract negotiations; rep~entatlves of the Company and United 
Steelwotkers·of Ame~ and its locals 12049 and 5541-06 (the•Union") discussed. the guidelines 
for proinotlonal 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 wiR 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 reached by the 
parties concerning this subject. 

cc: D. Heisinger 
M. McAlpin 

Very truly yours, 

Joh~f~ 
General Manager 
labor.Relations, Safety 
And Disability Programs 
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aDuke 
r#Energy,, 

August 1, 2007 

Mr. Dave McLean 
Sub Olstrict 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: Superyisory Upgrades 

Dear Gentlemen: 
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DUKE ENERGY COFll'ORATION 
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 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 th.at, under normal conditions on the day shift, certain issues are created 
when employees from the bargaining unit are put in the positron of performing 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 supeivisor role under circumstances where no other 
management resources are readily available. While management mu~t maintain its right to . 
assign work as needed, when mak;ing temporary supervisory assignments in the future, 
consideration will be given to the scppe of duties assigned during non-core hours If other 
management resources are not av~ilable. 

Ve,y '"'o.C 
J Alvaro 

ging Director 
Labor Relations 

cc: M. McAlpin, USW, Local 12049 
T. Caudill, USW, Local 5541-06 

A-62 
www.dvke-energy.ccm 



ATTACHMENT RHM-6( c) 
Page 87 of 153 

June 2, 2016 

-·- .\ ,·~-·--

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 llaueensgate I 
!Todhunter !IVallet View II I 
Erlanger Gas Plant !!Eastern Avenue 

!I I 
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, GPO!, 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 listings 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, 
MOlll'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 tum 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 works 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 overtime. 

10. Up to four hours per day of casual overtime may be worked by 
employees represented by USW 12049 working in other 
headquarters within the 12049 local territory. 

In addition, up to four 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 four hour 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. Six months following written notice, the parties will 
revert back to the two hour casual overtime agreement, for the term 
the Contract. 

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. 

H-.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 0.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 

June 2, 2016 
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1) Gas Operations Work Management Support is the primary resource for maintaining, 
logging, tracking, obtaining, and reporting Gas Service Delivery Worker overtime. 
Occasionally, the Gas Operations Field Services Supervisor will request personnel to work 
overtime. When this occurs, it is the Gas Operations Field Services Supervisor's 
responsibility to forward the required information; i.e., personnel who will work the 
overtime, personnel who waived the overtime, etc. to Gas Operations Work Management 
Support. 

2) Each Work Area (North, South, and Central) will have a separate, single overtime list 
containing the names of the Workers in low overtime order (lowest being first on the list), 
the call-out contact telephone number provided by the employee, and associated prior 
week and year-to-date accumulated overtime hours. All overtime listings revert to zero (0) 
hours during the first pay period of each year, and shall be accumulated on an annual 
basis. 

3) Alf 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 time reporting 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), or by a 
system generated message (ARCOS) 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 assignment. (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 = 11 hours/ 2 = 5.5 hours). Tenths of a 
hour will be rolled-up to the nearest 5/10 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). 

A-64 
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5) When it is determined that additional personnel are needed to work overtime for routine 
work, employees in the work area (North, South, or Central) 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 list, 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 back 
filling of that shift will be offered to USW personnel within the work area of the vacated 
shift. For example, the USW employee who is assigned to cover the City area on 2nd 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 gas 
trouble, only employees in the work area (North, South, or Central) who are qualified to 
work that type of gas trouble will be offered the opportunity to work the overtime. The 
overtime will be offered in low overtime order, until the required number of employees is 
obtained. 

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, or Central), 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 South. 
b) Overtime list in South exhausted, contact employees in Central, then North. 
c) Overtime list in Central exhausted; contact employees in South, 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) If 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) Employees 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 beginning of the year, when the uniform 
reduction in overtime hours shown for all employees would occur. 

11) With the implementation of the Mobile Work Management System (MWMS)/Service Suite 
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 will be compensated as 
follows: 
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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 will 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 time 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 fifteen 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 dispatch 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: 
Ja ro Date 

Union: 

Dir Labo~ 

£ tG-2-16 
Steve Bowermaster Date 
President, USW Local 5541--06 

Union: 
Johnaits 

6-;i.-Jb 
Date 

President, USW Local 12049 
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ADuke 
1#Energy. 

August 1, 2007 

Mr. Dave McLean 
Sub District 5 Director 
Mr. ·nm Bray 
Staff Representative 
United Steelworkers 
Local Nos. 12049 & 5541-06 
13 Triangle Parle Drive 
Building 13, Suite 1301 
Cincinnati, Ohio 45246 

RE: Inclement Weather-: §ervice Delivery 

Dear Gentlemen: 
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DUKE ENERGY CORPORATION 
I 39 East Fourtll SI. 
PO Box 960 
Cincinnati, OH 4520l-ll9fi0 

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 worl< 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. 
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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 employees to work outdoors 
for extended periods in extremely cold weather. 

Very truly yours, 

~-L 
}~V~ .. 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 
Local12049 
United Steelworkers 
Monfort Heights Headquarters 

RE: Union Employees' Annual Incentive Program (UEIP) 

Dear Gentlemen: 
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USA A GR£GOflY 
Director Labar Relations 

Dufe Enerv 
EMM801139 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 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 tt,e Company's 
financial goals (i.e., earnings per share, net income, etc.) as determin!:!d 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 O.e., 
earnings per share, net income, etc.) as determined and established by the Company. 
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. Annual Incentive Plan Summary for those who participate !n the Traditional Retirement 
Program: 

Employees who remain in the Tradi.tional Program, under the Pension Plan, which provides 
benefits under the current final average pay fonnula, w!II 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 recordabres, 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 opporturyity 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, 

L~~~~:ftu~ 
Director, Labor Relations 

2 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local 12049 
United Steelworkers 
Valley View Headquarters 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

Re: Amendment to A-67 letter Regarding the Union Employee Annual Incentive 
Program (UEIP) 

Dear Gentlemen: 

During the 2016 contract negotiations, representatives of the Company and the USW, 
Locals 12049 and 5541-06 ("Union") discussed eligibility for the Union Employee Annual 
Incentive Program ("UEIP"). As a result of those discussions, the parties agreed to amend 
Letter A-67 dated June 3, 2011 as set forth below. 

Beginning with the 2017 calendar year performance period under the UEIP, the Company 
will provide a prorated UEIP payment (calculated as set forth below) to any eligible Union 
employee who meets the following criteria during a performance period: (i) works for at 
least six complete calendar months, and (ii) retires (as defined below). 

Such prorated UEIP payments shall be paid in the first quarter of the calendar year 
immediately following the applicable performance period at the same time and on the same 
basis as other UEIP payments are made to other eligible Union employees, and any such 
prorated UEIP payment shall be calculated based on the eligible earnings of the retired 
Union employee during the applicable performance period and actual achievement relative 
to the pre-established goals set forth in Letter A-67. 

For purposes of clarity, in no event will a Union employee who does not meet the criteria set 
forth in this letter be eligible for a prorated UEIP payment for a performance period if he or 
she isn't employed on December 31 st of the performance period. For purposes of this 
Letter, "retire" means separate from employment with the Company after having attained at 
least age 55 and 1 0 years of service (as determined for purposes of access to Company­
sponsored retiree medical coverage). 

A-67a 
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In other respects, Sidebar Letter A-67 shall continue in full force and effect herein for the 
duration of the 2016-2021 Agreement, unless changed by mutual agreement of the parties. 

Sincerely, 

L~r~~~~~t) 
Human Resources Principal 



·ADuke 
r#Ener_gy~ 

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 
Cfncinnati, Ohio 45246 

ATTACHMENT RHM-6(c) 
Page 100 of 153 

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") c;fiscussed 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, 

M2!:: 
Managing Director 
Labor Relations 

cc: M. McAlpin, USW, Local 12049 
T. caudilJ, USW, Local 5541·06 

A-68 
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August1,2007 

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 CORPOIUTION 
13!1 East Fourth St. 
PO Soll 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 Vacatfon 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 
SabQatical Vacation Bank and the Vacation Cr~dit Programs, as stated in the attached 
document, shaR 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, 

1tt~~ 
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 

REVISl°ONS 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 efigibfe for them as of December 31, 2011. As a 
reminder, employees are eligible lo bank vacaHon if they are at least 47 years old, and -are 
engible to receive "vacation cr891ts· If ttiey are at least 51 years old. 

The Changes: 
Sabbatfcal Vacation Pro9.ram: . 

• 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, 2011, 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 Qncluding any vacation credits) cannot bank more after January 1, 2908, 
but will be grandfathered with the amount they have banked. 

• No additional banking wiff be permitted after January 1, 2012. Therefore, the last opportunity 
to bank vacation will be in December 2011 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 Credjt 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 lime they leave the Company, they will continue to receive vacation 
credits up to the amount of vacation Ume 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 enrlllemenl 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 6111 week of vacation time off during their 32nd 
year of employment in lieu of a week of service credit. 

The Schedule: 

Age asof Maximum Banked Maximum Service Credits 
12/31/2007 Vacation Weeks Vacation Credits (granted at 32 and 

{including vacation {not to exceed annual 33 years ofservlce 
and service credif.s) vacation ellolbilltvl In lleu of time off} 

47 10 uo to 6 
48 10 UC to6 
49 10 uoto8 
50 12 UD to6 Ucto2 
51 14 nnto6 Uoto2 
52 16 uoto6 Uoto2 
53 15 uoto8 Uolo2 
54 18 uotoS Uoto2 
55 20 uo to 8 Uoto2 
56+ 22 UD 106 Uoto2 
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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 Bowermasfer 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Locaf 12049 . 
United Steelworkers 
Monfort Heights Headquarters 

RE: Sale of Assets 

Dear Gentlemen: 
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Duke Energy Corpora tian 
139 ~ast 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 Munion•) discussed employment security for bargaining 
unit employees. The Company ~nd the Union reached the following agreement: 

r. 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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11.. The Company and Union have conducted bargaining regarding potential° divestiture, 
sale or transfer ofassets. 

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 will 
initially solicit volunteers, with the most senior employees getting the 
first oppor:tunity to elect to stay at the Company or fill the vacant 
positions with the Buyer. If there are insufficient volunteers to fill all 
vacancies, the Buyer will offer the remaining positions to th·e 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 bargaining unit employees. 

3. Subject to paragraph II 8, require· the Buyer to provide employees with 
full 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. 

8. Employee Benefits 

The Company will require the Buyer to provide to affected bargaining unit 
employees' benefrts 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 c;losing, 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 cir 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 Duk~ 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 4O1(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 4O1(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!l not oppose or in any way support or 
encourage oppositfon to the Company's position before regulatory or 
administrative agencies, in legislatures or in court, regarding any rate 
proceedings, plant or gas pipeline sitfng 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 HS) 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. 

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. H 

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 
generally 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 "COBRN 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 tenninate 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 excfusfvely through the grievance­
arbitration procedures set forth in Articles IX and X of the Labor 
Agreement. 

8. 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 
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writing by the Company and the Union, any extension or tennination of the Labor 
Agreement also shall apply to the terms and provisions of this Agreement. 

Very truly yours, 

J~A~ 
Vice President 
Labor Relations 
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aDuke 
,_, Energ_y, 

DUKE ENERGY CORPORATION 
139 East Fou,th St. 
PO Ber 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: Retirem~nt 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 al! 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. 

Traditionaf 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 Tracfrtlonal Pension Program or elect the New 
Retirement Pn;>gram. In 2011, a second vo[untary 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 

""""·/Juke-energy.com 
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Part B Benefit (Part B}: On the "conversion date," employees will start earning 
an additional pension p!an benefit through a new formula that "mirrors• the 
Duke Energy Retirement Cash Balance Plan. 

The Company matching contributions for the ~01(1<) plan will be enhanced to 
mirror the Duke Energy 401(1<) 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 niatch 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 mana~tory conversion are as follows: 

a. The final average monthly pay for retirement wi!I be frozen at the time 
of conversiQn (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 previoui~ly 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 Eneryy 401 {k) Plan and enhanced annual incentive plan, 
as described below. 

Annual Incentive Plan ·summary Changes for those who elect or automaticall:t 
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 (f.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 $1,000/Yearof Service. In 2011, anyemployee·who is age 50with 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 lhrough succeeding contracts, or in the absence of succeeding 
contracts. unless changed by mutual agreement of the parties. 

Very truly yours, 

.Obo 
Alvaro 

ging 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 and p541-06 
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: Amendment to August 1. 2007 Sidebar Letter A-71 

Dear Gentlemen: 
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USA A GREGORY 
Director labor Relations 

DukeEtwv 
EMM80 / 139 East Fourth St 
Cfncin11ati, OH 45202 

513-287-3934 

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." 

Speciflcally, 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 ff 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 Q.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, 

Lis~e~~~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 
Clncinnati, Ohio 45246 

RE: Discontinue Automatic Progression 

Dear Gentlemen: 
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DUK£ ENERGY CORPORATION 
139 East Friurth St. 
PO Box 960 
Cincln~,u. OH 45201·0960 

During the 2007 contract negotiations, representatives of the Company and the USW and its 
Locals 12049 and 5541-06 (the "Union") disClJssed 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 I, 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 111 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 B, Meter 
Specialist II, Mechanic Operator 11, Gas Systems Operations Mechanic II 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, 

-~ 
Alvaro 
ing Director 

Labor Relations 

cc: M. McA!pln, USW, Local 12049 
T. Caudill, USW, Local 5541-06 
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Mr. Dave McLean-" 
United Steelworkers of America 
1329 East Kemper Road 
Building 400, Suite 4214 
Cinclnnati, Ohio 45246 

Re: Benefit Claims Disputes 
" 

Dear Mr. Mclean: 
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Cinergy Corp. 
139 &st Fourth Street 
P.O.Box960 
~1:1r,t~- ~2.DJ:Cl?.60 

CIIIIIRGY. 
CG&E 

During the benefits opener discussions for 2005, representatives of the Company 
and United Steelworkers of Am.erfca 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. 

Wrth respe·ct to any claim or dispute·TnvolVing 'tiie application or interpretation of 
any employee welfare or pension plan, initially the emplo.y.e.e and the Unlcn..will make a 
good faith effort to resolve those disputes in accordance with the terms and procedures 
set forth in the relevant plan document. AdditfonaUy, It Is understood that, should the 
content of any communication relating to employee benefits conflict with the tenns of 
the reievant plan document. the tenns of the plan document shall govern. The plan 
documents Will be modified to reflect changes agreed to during collective bargaining. 

Disputes over any oNh-S benefits provided in the Voluntary Benefits Program wiH 
· not be subject to the grievance procedure. 

Cc: M. McAfpin 
T. Caudill' 

Sincerely, 

~5 
General Manager 
Labor Relations 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local 12049 
United Steelworkers 
Valley View Headquarters 

RE: Clothing Allowance 

Dear Gentlemen: 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

During the 2016-2021 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 - Field & Systems Operation and Customer Operation 
organizations. 

The Company agreed that for calendar years 2016, 2017 and 2018 eligible employees will 
continue to receive the annual clothing allowance of $275.00. Effective January 1, 2019 and for 
the remainder of the 2016-2021 Contract, eligible employees will be eligible to receive an 
annual clothing allowance of $300.00. 

It is the Company's expectation that this clothing allowance will provide employees with Duke 
Energy 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, 

L1s~~:1ffo 
Human Resources Principal 

A-75 
www.duke-energy.com 



Clmrgy Coip. 

ATTACHMENT RHM-6(c) 
Page 117 of 153 

139 EastFwnb Stfflt 
P.0.b960 
C!ndnmtl, OH 45201--0960 

April4,2005 

Mr. Mfke• McAlpln 
President 
Local Union 12049 CINERGY. 
United Steelwork~ of America 
Monfort Heights Headquarters 

CG&E 

Mr. nm Cal,ldill 
President 
Local Urilon.5541-06 
United Steelworkers of America 
Todhunter Headquarters.-

Re:. Post-Retfreo,ent Medlcal Benefits 

pear Mr. Gentlemen: 

Dl.!ring the benefits opener 9isc:ussion In 2005, representatfvea. of the Company and the 
United Steelworkers Qf America and the Locals 12049 and 6541-06 rttl8 Union•) discussed 
p0st-retirement h~ benefits, lndudfng pJ:Ov.fding th_e Union members .a post­
retlrament health reimbursement accouo.t C-H~j ~tJon _(tl)e "HRA Opt1011•). As a result of 
these discussions the: -parties agreed 'lo the ~-retirement Healthcare benefits set forth below. · · · · · •· ~ -- ._.... ··-···· ·· 

I. oye_RYJEW or= H~ c;>f'rl~M __ 
_All current, full-time~~ reprh1111ted by·USWA. Local 12049 and local 5541-
08 wil be able to make ·a cine--tfme -cho(c:9 during one -of two windows between 
c:ontfnulng In the cwrent 1radiflonaf post:-retframent· medical option ·Ethe --rraditfonal 
Optlonj or electrng to participate lh _ the new HRA Optlcn described below. 
Employees ~n be required to make th~• elactfon by a speclfled eledlon date fn 2005 
or 2008. {Notwithstanding the foregoing, employees cummtfy rec:eMng long-tenn 
dfsablllty benefits or ,on a mmfaly I~ or absence. will make this election when they 
return to active, fu/Mlmt sta1us. lf'they i:lo not return to active, fulJ..Ume status, they 
wfll de(J.lutt tQ. #let Traclmonal Option.) Alf employees hlred or rehired on or after 
January 1, 2006 will participate In the HRA· Option. Each employee who elects to 
partfdpate fri ~ HRA Opttcin. arM;t each employee hired on.or after January 1, 2006., 
will be refem,d to as a •HRA Partfcf pant" ·hereln. 

Under the Traci~ Optfon. eflgible retirees (those who retint after attaining age so 
with five (5) y~ of ~ as defined fn the ~plcable Pension Plan) are 
provided access to group medicaJ coverage and a premium subsidy that vanes 
based upon-the retfrees' service and dassfflcatlon (see detail regarding the subsidy 
levels attached hereto as Attachment A). · . 

A-76 



Page2 

ATTACHMENT RHM-6( c) 
Page 118 of 153 

Su.bj!:!d to any collective bargaining obligation, the Company reserves the right to 
'"1Bnd, modify or 1f:!!Tllinate the Traditional Option and/or the HAA Option at -any 
ttme. However, amounts already credited to a HRA Parfidpanrs account will not be 
reduced by-amendment, except to the extent necessary or appropriate to ·comply 
with changes in the law •. 

, . The benefit under the HRA Optfpn Is based on a bookkeeping aQOOqnt that can grow 
Hke· J savings .ac«>unt with service and Interest t:redlts as descrfbe4-below. An 
employee who elects the HRA Optfon will start with an opening balance that ls equal 
to 1/f2th . .of.;$1,000 for each prior calendar month In Ytfllch the HRA Participant 
worked at least one day for the ·Company. rn the future, the Company wiR aedit 
ell~le HRA Partieipants with an addillonal 1112th of $1,000 for each calendar 
month In which the HRA Partic;fpanf wol'ka at least om, day .for fhe Company. The 
CompanywiU.afao credit each· el!g1ble HRA PartlQfpant's bookkeeping account wHh 
an annual intftl'8St credit Ji:iterest will. be .a-edited at tlie same interest: rate as ·the 
cash balance:~pdates as determfned In August of ea.ch year, except that for the term 
of the:cuffl!tltlabor agreement, the rnterest rate will not.be less than·3~5'f,; ror 2005, 
the rate I$ 5:06%. Except as discussed below; only HAA Participants who are 
active, full-time employees and wort at feast one day In the month are eligible for the 
monthly service c:tediL Uke ~~ in th' _T~dif!onal Optlon,.HRA Participants \\ill 
hays access. to ~roup m~fcal coverage only ff the)'. reUre ~ attaining. age 50 with 
~.(5) ~ of Service {at defined ln ttie appllQable Pen~on Plan). however, there 

· · Will.be 1~0.subsldy._ !'lease note the foll~wing -regarclirig·ffie ~RA O~tJon: 
. . 

a.. Jf a HRA Partfcfpant retires after attalntng ~e 50 With five (5) years Of SeNfce 
(as defined In the applfqible Penslon Plan), the amo.unts credited to the 
"HR.As generally can be used for the quallflecf'medlcaf expenses, as defined in 
Section 213(d) of the lntamal Revenue Coda; of the retiree and the retiree's 
spouse and e/Jglble dependents See IRS pubncatlon 502 (Au.chment B) for 
examples of qualffled medical expenses. To the extent permitted by 

· applfcabfe law and qJJ otharwfsa practf~ble, the HRA opUon rs-rntendtk'Uo 
provide·a:tax.:.frae benefit. Due to future raw changes, however, there can be 
no-assurance. a( favorable tax trealment. .. · 

b. Ex~t as provided below, if the employment of a HRA Partfdpant tennfnafel 
prior to attatnlng ~ge 50 wtth five (5) years of Servfce (as defined under the 
appll~e-PensfQn Plan). the HRA Participant forfeits aU amounts aedlted to 
the HRA Account • 

c. If a HRA Participant die., while actively employed prfor to atlainfng age 50 
wfth five {5} yeara rA seMce (as defined In the applicable Pen_slon Pfan), lhe 
HAA Participant forfelta all amount. a-edited to the HRA Account 

d. If a HRA Participant dies while actfvaly employed after attaining age 50 with 
five (5) years Of Selvfce, his/her spouse and eligible dependents Will be 
entltfed to use amounts credited to the HRA to pay quafflied medlcal 
expenses immediately. 
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II. 

~- rn the event of disability or leave, the COrnpany will continue monthly service 
·a-earts for the ffrst 12 months. The Company will continue interest credits 
;mile the HRA Participant is disabled or on leave (and prior to recovery or 
retirement). For HRA Participants on a military leave. service a-edits and 
Interest credits will continue for the fuD qt,1alifled leave period. 

f. If the employment- of a HRA Partfcfpant Js Jnvoluntanly tenninated in 
con~n wifh·an Involuntary reducUorl iti force and-such termination Is Jn no 
way related to perfomlance daficienciea, the HRA P.artidpant wm be effgible 
to maintain hts/her HRA balance.as.of tennfnation. The·HRA Partlclpant wm 
be·able1o use amounts held in his/her HRA Account Immediately foffowlng 
ft)e tennlna11on. 

g. Far ~ term Cf the current Collective Bargaining Agreement, the Company 
will agree not to amend, moarfy or tennrnate retiree health can, benefits for 
any acttve empfayees covered by the CBA. Amounts. credltep to a HRA 
Partldpanrs account Wiff ,:iot bQ redu~ by amendment. except to the extent 
ffllcC8~ or appropriate to compJy with changes In the·law. 

QUESTIONS 

Set forth .belc;,w are responses to some of the questions regarding the HRA Option 
raised In previous meetings. -
1. WIii the Company- offer choice to aJI USWA employees? 

· A: Yea. The Company wm allow ali cu"~ent, fulf-trme employees to elect to 
stay fn the Traditronal Option «?r ~c:h to the HRA Option. After 
January 1, 2006, new hlra and rehires will automaticaUy participate rn 
the HRA Option. 

2. . WIii an employee be able to 1l1ct the HRA Option upon retirement? 

A: No. Employees will be able to make a one-time election Jn 2005 or 
2008. Current empfoyees Will have one affirmative choice during one of two 
open windows, the first In 2005 with the choice to be effective 1/1/06 or one fn 
2006 to be effective 1/1/07. 

3. Can a HRA ~pant withdraw amounts credfted to hls/hw HRA 
account in cash upon retirement? can th• Company pay the amount 
out in a lump sum? 

A: Money may be Withdrawn from the HRA account only fer paying 
quaiiffed medleaJ expenses. The 8CC0Ut\t wm not be pard out in cash. 
Favorable tax treatment Is available for a HRA ontylf the HRA 
fE!{mbUrses medfcal expenses as deffned in Sec:tlon 213(d) of the 
Internal Revenue Code. /vi stated below from IRS Noff(:e 2002--45, 
any right to receNe cash wfl. dfsqualffy fha HRA from 
receiving favorable (al< treatment. 
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•An HRA ·4oes not qualify for the exclusion under § 1Q5(b) if any 
person has· the right to receJve ~sh or any other taxable or non­
taxable benefit under the arrangement other 1han the reimbursement • 
of mE!dical care ~iq)Qnses. If any person has such_.a right under an 
arrangement currently or for any future year, all distributions to an 
per.sons- m_ade mm the arraJ'!gement' ·rn the current tax year are 
included In grass income, even am<X,Jnts paid to refmburse medical 
-care expe~es. Fot ex$l'lpfe. if an arrangement pays a death benefit 
without regard 1o medical care expenses, no amourts pafd under the· 
an:arigem~t to any person .are reimbursements for medlcal care 
expensea 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 will be 
COl'!sldered In detennlnlog wtiether the• arrangement Is an HRA and 
Yttlether·the benefits are eligible for the exclusions ~er§§ 106 and 
·105(f>). ff, for example; fn tile year an employee retires, the-employee 
,receives a bonus -and the amount of the bonus ls related to that 
employee's maxmum reimbursement amount remaining in an HRA at 
:the- time of retirement, n~ amounts paid under the arraRgement are 
reimbursements for medical care expenses for purposes of § 
105(b) •• •• . 

What hiJppe,ia to the HRA balance upon disability or extencled ieave 
from the Campany? · 

A: See Sec:t!on l(e}. 

S. What happen, ·to the H~ balance In the event of a tenninatlan of 
employment? 

"A: see Section 1. 

8. What hap pans ~ the HRA bala~ce If I dl• whRe actively employed? 

A: . See Sections l(c) a~ l(d). currenuy, the spouse and ellglble 
~ependents of an employee who dl9S whff• actively employed with 
Cinergy can elect to _became covered under the non-unfon medical 
plan and receive subsidized coverage at the actfve employee rate lDltil 
death or a disqualifyfng event (for the spouse, tf1ia would include_ but 
not be IJmited to. remanyfng or becoming Medicare effgible; for an 
effgfbJe dependant, it W®ld ·Jnd!Jde. but not be Dmlted to, ceasing to 
quality aa an eUglble dependent due to age). 

7. Will th• Company contributions be lndlX9d In future year.a {e.g., Indexed 
to the tren_d llne ro., health care cos1s)? 
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A! No. At thls time, we do not plan to align our .service credit Qr interest 
credit to any index. However, the Company wiU continueJo evaluate 
Its crediting• Jevels. Subject to any collective bargaining obligations, 
the ComP"1Y reserves _the right to .make adjustments, including 
Ina-easing, decreasfng or dfacontinulng credJts unllaterally. . 

8. wm the openfng HRA balances be calculated with retroactive Interest 
• cl'ldltfng? · 

A:. No. Making retroacttve rntemt a-edits would be cost pmhlbltlve from 
the Company's perspectiVe. · 

9. What are· 4)ther companlN doing with regards to. post-retirement 
heafthcare? 

A: See Hewitt survey (Attachment C) (51% of survey respondents have a 
unionized workforce), · 

1 Q. How ca_n HRA PartlcJpants UH amounts credited to the HRA? 

A: Mooey credited to a HRA can be used to reimburse the HRA 
Participant for. medlcal expen~es as defined fn section 213{d) of the 
Internal Revenu, Code. See IRS publication 502 for examples of 
qualified medical expenses. 

11. Who will admlnllter the HRAaccount balance,? 

A: Hewitt Associates wJII track the HRA credits whRe HRA Participants 
are acUvely emplo)'&d. Toa Company 1s raVlewlng pmposals from 
third party admlriistrafort for post-retirement admfnlstratiOn, but this 
wiU likely t;,e Hewitt Associates. 

12. w1111tr.-HR.As ba·P.rotectwdlgumantHd? 

A: The benefit under the HRA option ra based on a ~eeping account 
and is not funded like a 401{k) pfan. See Section I regarding the 
Compan)"e ability to amend. 

13. If the Company decides to ellmlnata th• TradltfonaJ Optfon at a later 
d• would emplayea1 be aJfowed ta get In the HRA? 

A: The Company perfodlcally evaluates Its benefit programs and would 
detennfne lhe appropriate course of action at that time. 

14. Would Jnterut on the HRA account continue to accni• after an 
employee retires? 

-A:. See Section J. 
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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 elect to remain In 1he Traditional Option, and the other 
could elect the HRA Opti011; if lhey remain married during retirement 

·- and sp elect. they WQUld receive sLibsldfzttd ~ge under the 
Tradftlonal Option and have access to amounts credited to the HRA on 
behalf of the:• spouse.· Regardless, tf'1e elections are Independent 
of each other. · 

... .. . \, 

.Please note that the explanation: set forth above _merety summerizeS the basic elements of 
the HRA Option: The ·Company has fully documented the Health Reimbursement Account 
Program Jn the ·c1nergy Coi'p; Post-ReUrement Health Refmbursement Account Progran'( 
which scwems the .tenns of the Plan aa adopted by the Company. -

cc: T. V$f'hagen 
P. Gibson 
K. Feld 
c. Riggs 

Very truly yours, 

~f/44Qo._. 
JohnE.P~;~ 
General Manager 
Labor Relations 
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Current Post-Retirement Health Care Option . ~ 
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Employees hired before·January 1, 2006, who erect the subsidy option and who retrre from the 
~mpany 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 qn fflefr years of service at 
retirement. · · 

Subsidy $.chedule: 

Sirvlce·at Retirement (Pre-65onM 

- 30+ 50%. 
29 45% 
28 40% 
27 '35% 
28 30% 
25 ·. 25% .. 

· 24 20.% 
23 15% 
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% 
8 0% 
5. 0% 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local12049 
United Steelworkers 
Valley View Headquarters 

RE; Special Union Wide Lump Sum Opportunity 

Dear Gentlemen: 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

During the 2016 contract negotiations, the parties discussed a special union wide lump sum 
opportunity for the Union's participation in the Accelerated Service Replacement Program 
(ASAP). It was agreed that employees wi!I be eligible for a 0.5% lump sum bonus based on 
achieving the ASAP completion targets established each year by the Company for 2017, 2018, 
2019, 2020 and 2021, with the payout to be issued in the following calendar year. 

The opportunity for this payout begins in 2018 for 2017 calendar year performance, continues in 
2018, 2019, 2020 and concludes in 2022 for 2021 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 truces. 

In the event the ASAP does not receive utility commission approval or the Program is 
completed prior to 2021, the Company will continue to provide the special union wide lump sum 
opportunity for the remainder of the existing labor agreement, provided the Union participates in 
all Company sponsored programs. 

Sincerely, 

LI~~.~~Jiu ro 
Human Resources Principal 

A-77 
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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 
Todhu~ter Headquar:ters 

Mr. Mike McAlpin 
President 
Local12049 
United Steelworkers 
Monfort Heights Headquarters 

ATTACHMENT RHM-6(c) 
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Duke Ene,v Corporation 
· 139 East Fourth St. 

Cincinnati, Off 45202 

Re: Health Care Security 

Dear Gentlemen: 

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 tum, it is 
hoped that the Union recognizes the high value that the Company places on safety, 
wellness, and th~ 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 providiQg 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 
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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 
elimlnatlon 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. 

~ru:· 
J~k)Alvaro 
Vice President, Labor Relations 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. Mike McAlpin 
President 
Local12049 
United Steelworkers 
Monfort Heights Headquarters 

Re: Gas Operations Promotional Sequences and New Position 

Dear Gentlemen: 
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Duke energy 
139 East Fourth Street 
Cincinnati, OH 45202 

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 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 Ills 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 !eve! 
position for "Apprentice Mechanic Operator Ill (AMO3)". The Company and the Union 
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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. 

The parties recognize and acknowledge that the former positions for Mechanic (6931) 
and Senior Mechanic (7890) are no longer in use and therefore eliminated from the 
Chart. 

Very truly yours, 

~et et. iJJJ et~- UA 
Lisa A. Gregory U . V, 
Human Resources Principal 
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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 to fill the vacancy will 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 afterthe 
proper paperwork is completed. 

(Applies to USW Local 5541-06) 

When a temporary vacanc'i occurs in the schedule, the following replacement procedure will be 
used to fill the vacancy. 

· A Crew le'ader 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. 

The person causing the vacancy in the shift will be required to work the shift of the 
person assigned to their shift. 

(Applles to USW Local 12049 and 5541-06) 

When a permanent vacancy occurs in the schedule, the following replacement procedure will 
be used to fill 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 sch-edufe listing. 

In the event a vacancy cannot be filled by the process described above, the Union and the 
Company wm meet to discuss and resolve. 

June 3, 2011 
A-81 
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., 

(Field Operations, Gas Measurement Center, Contractor Construction, Corrosion, System 
Operations, Gas Production and Service Delivery) 

Company Vehicles: 
Effective January 1, 2017, employees who home site report and are assigned a Company 
vehicle, will be required to live within 40 air miles of their assigned headquarters. In this 
case, vehicles can be parked at the employee's residence. If an employee lives beyond 
40 air miles of their assigned headquarters, they will be required to leave the vehicle at 
the closest Headquarters or agreed upon location for pick-up each day. (Example: 
Headquarters closer to the residence than reporting headquarters) 

Reporting Time: 
When reporting within the area of the assigned headquarters, start time is on the job 
site at the start of the shift. 

When reporting outside of the area of the assigned headquarters, start time 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 
permissible to leave the site no earlier than 30 minutes prior to the end of the shift. 

Employees are expected to be available until the end of their shift. 

Meetings: 
For training or Company meetings, employees shall report to the headquarters directed 
by the Supervisor at the start of the shift. 

Inclement Weather 
During periods of inclement weather employees with an assigned route or gee-grid will 
typically remain in the field within their assigned area unless directed by their 
Supervisor to report to a different work location. 

Employees who do not have an assigned area or gee-grid nor any work to perform, 
should report to the District at the start of their shift unless directed otherwise by 
Management. 

A-82 
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The vehicle shall be left at the regular parking location or brought to the headquarters 
as determined by the Company. The assigned driver sliall notify the Supervisor and 
provide access to the vehicle. The assigned driver shall also arrange with the Supervisor 
when he/she will pick up the vehicle upon or prior to returning to duty. 

When on Schedule {excludes Service Delivery): 
The vehicle shall be left at the regular parking location or brought to the headquarters 
as determined by the Company. 

June 2, 2016 
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February 25, 2013 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local12049 
United Steelworkers 
Eastern Avenue Headquarters 

Re: Apprentice Mechanic Operator Ill 

Dear Gentlemen: 
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Reference is made to the committee efforts and discussions between the parties 
pertaining to the new Apprentice Mechanic Operator Ill position. 

As agreed to in the 2011-2016 negotiations, this newly created position is the starting 
position for the Mechanic Operator line of progression. The attached job description 
outlines the duties and qualifications of the position. The parties have agreed that the 
job will be set at a wage level VI in lieu of using the formal job evaluation process as is 
outlined in the contract (Article V, Section 1, (h}-(m). 

All employees entering into the Apprentice Mechanic Operator Ill position will be 
employed with the understanding that they must successfully promote to the Mechanic 
Operator II position within the timeframes outlined. Specifically, it is expected that 
employees entering into the Apprentice Mechanic Operator Ill position, will have 
successfully completed all the training and received the necessary licenses and/or 
certifications to be able to qualify to promote to the Mechanic Operator Ill position within 
a period of 12 months. At a minimum, failure to qualify for this purpose would include 
situations where two successive written examinations or two successive practical 
demonstrations were not passed. Employees will be allowed a maximum time period of 
three months between the two successive examinations and/or demonstrations. 

A-83 



ATTACHMENT RHM-6(c) 
Page 135 of 153 

In addition, it is expected that employees entering into the Mechanic Operator Ill 
position, will have successfully completed all the training and received the necessary 
licenses and/or certifications to be able to qualify to promote to the Mechanic Operator II 
position within a period of 24 months. At a minimum, failure to qualify in this case would 
include situations where two successive written examinations or two successive 
practical demonstrations were not passed. Employees will be allowed a maximum time 
period of three months between the two successive examinations and/or 
demonstrations. 

If an employee is not able to complete the required training within the timeframes 
outlined above due to the Company not being able to schedule the appropriate classes, 
the Company will accommodate those delays by extending the time period to promote 
by the time the start of the class was delayed. 

The employment of any individual who does not successfully meet the requirements to 
promote to the Mechanic Operator Ill or Mechanic Operator II position will be 
terminated. 

Very truly yours, 

u~~a~W½ 
Director, Labor Relation~ 

cc: G. Hebbeler 
S. Farley 
D. Smiley 
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March 20, 2014 

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

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

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local 12049 
United Steelworkers 
Valley View Headquarters 
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Ouke l:neroy 
139 <!.'.ISi Fourth Stri>•Jt 
Cincinnati. OH 45202 

Re: Separation of Gas and Electric Customer Premise Work 

Gentlemen: 

In late 2013, the Company and the Unions resumed discussions concerning the 
separation of the workforce that performs combination gas and electric duties on 
customer premises. 

As soon as practical and except as provided below, Service Delivery employees 
represented by IBEW Local 1347 will not be assigned to perform gas customer premise 
work, including but not limited to, disconnection of gas service for failure to pay. 
Further, Gas Operations employees represented by USW Locals 12049 and 5541-06 
will not perform electric customer premise work, including but not limited to, 
disconnection of electric service for failure to pay. While the Company will determine 
the effective date of this agreement, separation will occur simultaneously for Gas and 
Electric employees. 

However, the Company reserves the right to assign gas and electric customer premise 
work to the first responder who is qualified to safely perform the work, regardless of the 

www.duke-,;inergy.com 
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department or union affiliation of the first responder, when such work is necessary to 
protect life, property or continuity of service .. 

The separation of the gas and electric customer premise work will not cause wage 
levels to be re-evaluated at this time for employees assigned to perform gas or electric 
customer premise work. Employees will continue to be expected to comply with 
regulations and department work rules as determined by management, including but not 
limited to, home site reporting expectations. 

Based on the foregoing, this letter supersedes any prior letters or agreements among 
the parties relating to this matter. It is thought that the above adequately describes the 
parties' agreement on this matter. 

S~lnce~Ghww 

J Alvaro 
D or, Labor Relations 

AGREED TO BY: 

/BEW Local 1347, by: 

USW Local 12049, by: 
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June 2, 2016 

Mr. Steve Bowermaster 
President, Local No. 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Walts 
President, Local No. 12049 
United Steelworkers 
Valley View Headquarters 

Re: Sat ety Shoe Polley 

Dear Gentlemen: 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

During the 2016 negotiations, the Company and the Union agreed to memorialize the Safety 
Shoe Policy rolled out in 2014 for eligible employees in the Gas Operations - Field & Systems 
Operation and Customer Operation organizations describing appropriate footwear to be worn by 
employees and an annual reimbursement amount. 

Eligible employees, as determined by the Company, will be reimbursed up to $150.00 for the 
purchase of one pair of safety shoes per year that comply with the Company standards. Newly 
hired employees into one of the above referenced organizations also will be eligible for this· 
reimbursement. Employees will not be eligible for this reimbursement if they were previously 
provided reimbursement by the Company for safety shoes under this or another program to 
ensure that there is no duplication or stacking of benefits for this purpose. 

Employees will be expected to purchase and wear footwear that meets the requirements for the 
type of work they are required to perform. The protective footwear must comply with the 
following standards: over the ankle foot support, a reinforced toe cap (when performing certain 
job duties) and a well-defined heel. Footwear must meet an impact resistance rating of 75 
pounds and have a compression resistance rating of 75 or 2,500 pounds. Shoes can be 
purchased at a vendor of the employee's choosing. Prior to reimbursement, the employee is 
required to provide a copy of the receipt and also proof that the boots meet the safety 
standards. Employees who damage their boots during normal work activities, should contact 
their Supervisor immediately, to discuss boot replacement options. Violations of this footwear 
policy could result in corrective action up to and including discharge. 

Sincerely, 

. -~ 

J Alvaro 
D r , Labor Relations 

A-85 
WWW,UUKIMmergy.com 



e.f~DUKE 
•~;ENERGY., 

June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local 12049 
United Steelworkers 
Valley View Headquarters 

Re: Global Positioning Satellite (GPS) Technology 

Dear Gentlemen: 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

This letter documents our discussions and agreement concerning the use of Global 
Positioning Satellite (GPS) system and other similar types of technology being 
contemplated for use within Gas Operations. 

The primary purpose of the GPS and similar technology is to allow the Company the 
ability to more efficiently manage and assign work and to enhance safety by allowing us 
to locate a vehicle in the event we have lost contact with someone or a vehicle has 
been stolen. As discussed, it is not the Company's intent to constantly monitor 
employee's whereabouts using the GPS or other technology for purposes of issuing 
corrective action. 

Although its primary use is for managing work, the Company may review and rely on 
technology and/or the information obtained through its use to aid in an investigation 
where there is reason to believe an employee may have violated a Company policy or 
work rule, and the violation may be substantiated or disproven by such a review. To the 
extent the Company does rely on such information, the Company will treat similarly­
situated employees in the same manner. Any such information, upon which the 
Company relies for purposes of imposing corrective action, will be provided upon 
request by the Union in accordance with applicable law. 

The Company will endeavor to limit the history used in these systems to a maximum of 
90 days for any type of disciplinary action. 

A-86 
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This letter will be interpreted and applied to comply with all laws. To the extent that this 
letter conflicts with any applicable law, the law will prevail. 

Sincerely, 

A {) !JfLJL_ 
Gary ~ebbeler 
GM, Gas and Field Systems 

cc: L. Gregory 
C.Lange 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local 12049 
United Steelworkers 
Valley View Headquarters 

Re: Seniority Departments 

Dear Gentlemen: 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

During the 2016 - 2021 Contract negotiations, representatives of the Company and the 
United Steelworkers and it's Locals 12049 and 5541-06 (the Union) discussed changes 
to certain seniority Departments, Divisions and Sections. This letter documents our 
discussions and agreements. 

As was agreed, effective June 1, 2016, the Departments, Divisions and Sections for 
Local Union 12049 will be modified such that Field Operations will consist of a 
combined Ohio/Kentucky Seniority District. Similarly Service Delivery will be modified to 
consist of a combined Ohio/Kentucky Seniority District. 

As of the date of this letter, employees currently in the Field Operations Kentucky 
seniority district or the Service Delivery Kentucky seniority district in the Mechanic 
Operator II, Mechanic Operator I, Inspecting Mechanic, Service Mechanic B, or Service 
Mechanic A job classification, will remain in the respective Kentucky seniority district 
(see attached list). In addition, the employees in the Service Delivery Kentucky 
seniority district, will continue to maintain seniority for the purpose of assigning work 
(i.e. bidding routes) over employees in the newly combined Service Delivery 
Ohio/Kentucky seniority district. 

Employees in the Mechanic Operator II and Service Mechanic B job classifications, will 
have exclusive rights to the next promotional bid in the Kentucky district within their job 
hierarchy. For example, a Mechanic Operator II in the Kentucky seniority district, will 
have seniority for the next Mechanic Operator I opportunity in the Kentucky seniority 
district. 

A-87 
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Should those employees remammg in the Kentucky seniority district within Field 
Operations or Service Delivery elect to change their current job (i.e. downbid) they will 
be placed in the appropriate combined department and seniority list. 

Any employees bidding or downbidding into Kentucky, in Field. Operations or Service 
Delivery, after June 1, 2016, will be placed in the combined Field Operations 
(Ohio/Kentucky) or Service Delivery (Ohio/Kentucky) department and seniority unit. 

Any future job openings within the Inspecting Mechanic job classification in Kentucky 
will be filled based on the combined seniority list of all qualified employees in the Field 
Operations (Ohio/Kentucky) seniority unit. 

Effective June 1, 2016, one seniority list will be maintained within Local 12049 for the 
Field Operations (Ohio/Kentucky) Department and one list for the Service Delivery 
(Ohio/Kentucky) Department for all future job opportunities. 

In the event of a surplus in Kentucky, Denny Caple, Hans Butsch and Craig Rittinger will 
retain their original classified seniority date as indicated below: 

Denny Caple 4/01/2002 
Hans Butsch 5/27/2002 
Craig Rittinger 5/22/2008 

It is believed that this letter properly describes the agreement reached between the parties 
concerning this matter. 

Sincerely, 

Ll~r~~:1~u 
Human Resources Principal 

cc: Chuck Allen 
Terri Barnes 
Gary Hebbeler 
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Current Field Operations Kentucky District Employees 

Name Job Title er assified Seniority 
Date 

Kevin Anthonv Hall (031970) lnsoectino Mechanic 5/13/2002 
James McDermott Jr. (054120) Inspecting Mechanic 2/18/2008 {02) 
Robert Alf en Cooper (018361} Inspecting Mechanic 1/4/2016 
Patrick Glenn (028445) Mechanic Operator I 10/10/1988 03) 
Walter Kevin Montaomerv (058180) Mechanic Operator I 3/13/1989 (01) 
Michael J. Hiqhhouse (037512) Mechanic Operator I 7/29/2002 (02) 
Russell D. Routt (070160) Mechanic Ooerator I 8/26/2002 (03) 
Glenn D. Poston (064863) Mechanic Operator I 11/25/2002 
Michael D. Allen (017446) Mechanic Operator I 9/5/2006 (02) 
Dennv J. Caple (018163) Mechanic Ooerator I 11/17/2014 '01) 
Hans J. Butsch (018116) Mechanic Operator I 09/28/2015 02) 
Craig A. Rittinaer (096798) Mechanic Operator I 04/11/2016 02) 
Christopher M. Thomas (095389) Mechanic Operator II 7/20/2011 (03) 
Brian Waters (087845) Welder I 11/28/2011 

Current Service Delivery Kentucky District Employees 

Jeffrev Paul Bucher (018023) Service Mechanic A 5/9/1994 (01) 
Michael E. Johnson (042203) Service Mechanic A 4/29/1996 
Oouolas Duryea (021750) Service Mechanic A 4/5/2015 
Robert L Gebhardt (026857} Service Mechanic 8 9/26/2011 (02) 
David A. Harms (033300) Service Mechanic 8 9/26/2011 (03) 
Eric A. Leedy (048630) Service Mechanic B 06/10/2013 
Gerald Joseph Schack (071853) Service Mechanic 8 08/04/2014 (01 
Jerry William Harris (033635} Service Mechanic 8 08/04/2014 (02 
Michael J. Hertzenberg (036884) Service Mechanic 8 08/04/2014 (03 
Marc D. Kina (044792) Service Mechanic B 08/04/2014 (04 
Michael Anthonv Bavnum (017662) Service Mechanic B 12/10/2014 (01 
Robert W. Winterman (091847) Service Mechanic B 12/10/2014 (02) 
Jeff Berkemeier (017723) Service Mechanic B 01/25/2016 (01 
Rvan Moore (096039) Service Mechanic B 01/25/2016 {02, 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local12049 
United Steelworkers 
Valley View Headquarters 

Re: Work Hours Beyond Normal Scheduled Shift 

Dear Gentlemen: 

ATTACHMENT RHM-6( c) 
Page 144 of 153 

Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

This letter documents our discussions related to rest periods allowed by employees 
after they have worked extended hours due to Company needs. 

Pursuant to previous Company Protocol Group guidelines, as revised in 1999, the 
Company will continue to follow the guideline stating that any employee required to 
work as a result of an emergency callout, will be permitted six (6) hours rest, which 
includes travel time, before being required to report to their next scheduled shift. This 
guideline does not establish start or release times or limit managements right to hold 
employees over during emergency situations. 

It is believed that this letter properly describes the agreement reached between the parties 
concerning this matter. 

Sincerely, 

~0-.w?f UA 
Lisa A. Gregory U 
Human Resources Principal 

cc: Chuck Allen 
Gary Hebbeler 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local12049 
United Steelworkers 
Valley View Headquarters 

Re: Emergency Work Outside of Ohio/Kentucky Service Territory 

Dear Gentlemen: 
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Duke Energy 
.. 139 East Fourth Street 

Cincinnati, OH 45202 

This letter documents our discussions and agreement concerning emergency work 
performed outside of the Ohio/Kentucky service territory. The following guidelines will 
apply when employees represented by USW 12049 or 5541-06, are called upon to work 
outside of the Ohio/Kentucky service territory in emergency situations. 

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

Time and one-half shall be paid for all emergency time worked for other utilities at their 
respective operating locations. 

Compensation Guidelines: 

• Compensation when traveling begins when the employee begins driving toward 
their destination and ends when the employee arrives at the final destination of 
the day. 

A-89 
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• When employees reach their destination and are to begin work, compensation 
will begin when the employee leaves the host Company staging area. If the 
staging area is away from the place of lodging and crews have to be transported 
to the staging area, then time begins when the employee leaves the place of 
lodging. 

• Compensation ends for the work day when the employee returns to the host 
Company's staging area. If the staging area is away from the place of lodging 
and crews have to be transported, then the time will stop when the employee 
returns to the place of lodging. 

• Employees required to work ten consecutive hours or more, shall be furnished a 
meal or compensation in lieu thereof (in accordance with the Contract), and an 
additional meal or compensation in lieu thereof, for each contiguous five hour 
interval worked thereafter until released from duty. 

• Employees are not eligible to receive a daily per diem allowance. 
• After 16 consecutive hours of work, Article VII, Section 1 (i) will continue to appty. 

Crew Assignments: 

• The duration of the each employee's deployment will be for no longer than two 
weeks. It is the intention of the Company to rotate crews in and out of 
deployments. Employees deployed for an initial time period may become eligible 
for a second deployment after serving at least one rotation back at their regularly 
assigned location or if there are no other volunteers. 

• Management will determine which Districts will be eligible to participate in a 
deployment, and the number of employees and crews from each of the Districts. 
Management will post a sign-up sheet, if time allows, at each eligible District for 
employees to volunteer no later than the deadline communicated or attempt to 
contact employees ·by low overtime to solicit volunteers, if time does not allow. 
Management will determine the appropriate make-up of the crew. 

• If there are excess volunteers, the Company will select employees to be 
deployed based on low overtime. In the event of an insufficient number of 
volunteers, the Company will assign employees to the deployment based on low 
overtime but will consider extenuating circumstances. 

• If an employee is on a rotating shift schedule, as determined by the Company, at 
the start of a deployment period, the employee will not be eligible to participate in 
the deployment, either voluntarily or by assignment. 

• An employee will not be eligible for this opportunity if there are disciplinary 
issues. 

• During their deployment, employees are expected to comply with the Duke 
Energy Code of Business Ethics and related policies and procedures. 
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This letter will be interpreted and applied to comply with all laws. To the extent that this 
letter conflicts with any applicable law, the law will prevail. The current Contract will 
remain in effect for issues not addressed herein. 

Sincerely, 

A"J {). I~ 
Gary J. Hebbeler 
GM, Gas and Field Systems 

cc: L. Gregory 
C.Lange 
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June 2, 2016 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local 12049 
United Steelworkers 
Valley View Headquarters 

Re: Welders Returning to C&M 

Dear Gentlemen: 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

This letter documents our discussions and agreements related to employees in the 
Welder job classification who are returned to Construction & Maintenance. 

If the Company determines that it is necessary for a Welder to return to Construction 
and Maintenance, that person will return to the Mechanic Operator position that they 
vacated at the District from which they were promoted/down bid or its replacement. 
Welders will maintain all of their current accrued seniority as a Welder, if they are 
returned to a Mechanic Operator position. 

In addition, Welders being returned to a Mechanic Operator position, will return at their 
current rate of pay. If the employee's current rate of pay exceeds the maximum for the 
job classification they are returning to, the employee will have their pay redlined, until 
the Mechanic Operator I or II wage rate increases to the point of surpassing the Welder 
pay. At that time, the person would again be eligible to receive a wage increase up to 
the maximum rate of pay for the Mechanic Operator I or II. 

It is believed that the procedures outlined in this letter properly describe the agreement 
reached between the parties concerning this issue. 

Sincerely, 

u~,~~fr!l 
Human Resources Principal A-90 
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June 2, 2016 

Mr. Steve Bowermaster 
President, Local No. 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President, Local No. 12049 
United Steelworkers 
Valley View Headquarters 

RE: 2016-2021 Post Retirement Healthcare Letter 

Dear Gentlemen: 
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During the 2016 negotiations, the parties discussed post-retirement healthcare benefits. This 
letter amends the Retirement Plan and HAA Conversion Sidebar Letter A-71 dated August 1, 
2007, as amended by Sidebar Letter A-71 a dated June 3, 2011, and the Post Retirement 
Medical Benefit Sidebar Letter A-76 dated April 4, 2005, and confirms these discussions and the 
resulting agreement. 

Access to Post-Retirement Health Benefits 

Employees who terminate on or after November 1, 2016 after attaining at least age 50 with at 
least 5 years of service will have unsubsidized access (i.e., no Company contributions) to post­
retirement medical, dental, and vision coverage. Coverage for retirees age 65 and older will be 
provided on an unsubsidized basis through a Medicare Coordinator. The Company shall provide 
a subsidy/contribution towards the cost of post-retirement health coverage only as provided 
below in this letter. 

Subsidies/Company Contributions - Traditional Option 

For employees who terminate on or after November 1, 2016, the "Traditional Option" is hereby 
amended to provide contributions towards the cost of post-retirement healthcare coverage, in 
the form of credits to a newly established Subsidy Health Reimbursement Account ("Subsidy 
HRA") only for individuals who are under age 65 and who are: 

• !n a group eligible for a medical subsidy under the rules in effect prior to November 1, 
2016, which is limited to those hired prior to January 1, 2012; and 

• At least age 55 with at least 10 years of service at termination of employment. 

The amount of the contributions will vary as follows: 
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• Eligible employees age 50 or older by November 1, 2016 will receive (during retirement) 
a pre-65 contribution of $350 per month, plus $175 per month for their spouse/domestic 
partner, if any; and 

• Eligible employees younger than age 50 as of November 1, 2016 will receive (during .. 
retirement) a pre-65 contribution of $250 per month, plus $125 per month for their 
spouse/domestic partner, if any. 

Subsidies/Company Contributions - HAA Option 

Effective November 1, 2016, the "HRA Option" is hereby amended such that: 

• The Company will discontinue crediting 1/12 of $1,000 each month to the health 
reimbursement accounts for those employees who have a health reimbursement 
account under the HRA Option, with interest credits continuing; and 

• The Company will offer a choice window in 2016 to employees who have a health 
reimbursement account under the HAA Option to elect whether to continue in the HRA 
Option (modified as described in the above bullet) or to forego their rights to their 
modified health reimbursement accounts under the HAA Option in exchange for 
participation in the Traditional Option (modified to provide credits to a Subsidy HRA as 
described above). 

Miscellaneous 

The post-retirement health benefits described above will replace the post-retirement medical 
coverage options in effect prior to November 1, 2016, for employees who terminate on or after 
November 1, 2016, including those described in Sidebar Letters A-71, 71a, and 76. These 
benefits will be governed by and construed in accordance with the applicable plan documents. 

In all other respects, Sidebar Letters A-71, 71 a, and 76 shall continue in accordance with their 
terms. 

Sincerely, 

~ (J .li.rJ Cr!l uA 
Lisa A. Gregory IJ U 
Human Resources Principal 



June 2, 2016 

Mr. Steve Bowermaster 
President, Local No. 5541-06 
United Steelworkers 
Todhunter Headquarters 

Mr. John Waits 
President, Local No. 12049 
United Steelworkers 
Valley View Headquarters 

RE: Amendment to A-71 "Retirement Plan and HRA Conversion Agreement'' 

Dear Gentlemen: 
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During the 2016 negotiations, the Company and the Union discussed changes to the 
Company's retirement programs. This letter sets forth the changes that were agreed to by the 
Company and the Union. 

Retirement Benefits for New Hires and Rehires 

For employees hired or rehired on or after January 1, 2017, the Company will provide an annual 
Employer Retirement Contribution to the Duke Energy Retirement Savings Plan ("ASP") in the 
amount of 4% of the employee's annual compensation (including base, overtime, and incentive 
compensation) in accordance with the ASP plan documents. Such newly hired or rehired 
employees also will be eligible for the Company-provided matching contribution equal to 100% 
of the before-tax (and Roth) contributions made up to 6% of eligible compensation in 
accordance with the ASP plan documents on the same basis as employees hired or rehired 
prior to January 1, 2017 who are eligible for that matching contribution formula. Employees 
hired or rehired on or after January 1, 2017 will not be eligible to participate in the Cinergy Corp. 
Union Employees' Retirement Income Plan (the "Retirement Income Plan"). 

Cash Balance Interest Credit 

The cash balance interest credit rate under the Retirement Income Plan for pay credits made on 
and after January 1, 2017 will be based on a 4% interest rate {0.327% monthly equivalent 
interest rate}. For purposes of clarity, the cash balance interest credit rate applies to cash 
balance participants and the Part B benefit for participants who have a Part A (traditional) and 
Part B (cash balance) pension plan benefit. The Part A (traditional) portion of the participant's 
benefit will not be affected by this change. 
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A participant who starts receiving long-term disability benefits on or after July 1, 2017 will 
receive interest credits under the Retirement Income Plan's cash balance formula while 
disabled, but will not rec§ive pay credits while long-term disabled, in accordance with the 
Retirement Income Plan documents. This change will not apply for any individual who starts 
receiving long-term disability benefits before July 1, 2017, or participants under the traditional 
formula, or for the Part A benefit for participants who have a Part A (traditional) and Part B {cash 
balance) pension plan benefit. 

For purposes of clarity, as previously agreed, the Company may in its discretion merge the 
Retirement Income Plan into the Duke Energy Retirement Cash Balance Plan or other defined 
benefit plan maintained by the Company. In accordance with applicable law, any such merger 
will not reduce participants' accrued benefits. 

The complete provisions of the Company's retirement plans are set forth in the plan documents, 
as amended to make administrative changes, legally-required changes and/or technical 
changes that do not reduce the benefits formula. In the event of a conflict between any other 
communication and the plan documents themselves, the plan documents control. 

It is thought that this letter accurately describes the agreement reached by the parties regarding 
amendments to Sidebar Letter A-71 relating to retirement plan agreements. 

Sincerely, 

~CAJN~1} 
Lisa A. Gregory 
Human Resources Principal 



OUR VISION 

ATTACHMENT RHM-6(c) 
Page 153 of 153 

/ ~ DUKE ~ ENERGY 

& 
SAFETYFirst 

DUKE ENERGY HEALTH AND SAFETY VISION 

Our health and safety vision is aimed at cultivating: 
A heatthy and mJury-free workplace, sustained by behaviors that cons,stenlly demonstrate our comm,tment to 
the welfare of each other, our contractors and to the commumt1es we serve. 
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