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

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

ARTICLE I 

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

(b) All new employees shall be classified as probationary employees for a period of one {1) 
year. Employees with six months or more of continuous service are eligible to receive 
supplemental industrial accident compensation, supplemental jury duty pay and will be entitled to 
bidding rights to other job classifications. Further, probationary employees shall have no recourse 
to the grievance procedure as set forth in Article 11, Section 1 for the first six (6} months of the 
probationary period. However, after serving six (6) months of the probationary period, probationary 
employees will have recourse to the grievance procedure for any non-discipline related grievances. 

Section 2. (a) This Agreement and the provisions thereof shall take effect on April 1, 2017 
and shall be binding on the respective parties hereto until April 1, 2022 and from year to year 
thereafter unless changed by the parties. 

(b) Either of the parties hereto desiring to change any section or sections of this Agreement 
and/or to terminate this Agreement shall notify the other party in writing of that intention at least 

· sixty (60) days prior to April 1, 2022 or any subsequent anniversary date. If neither party gives 
such notice the Agreement shall continue from year to year. If such notice is given by either party 
the Agreement shall be open for consideration of the change or changes desired. Within fifteen 
(15) days from the date the first notice of intention to change is given by either party to the other, 
but not later than thirty (30) days prior to April 1, 2022 conferences shall commence for the 
purpose of considering the proposed changes. At the first such conference, each party will submit 
its proposed changes, in writing, to the other party. 

(c) In case of failure to reach an agreement on the changes desired by either or both 
parties) within a period of thirty (30) days following commencement of conferences, but in no event 
later than the renewal date of this Agreement, the changes shall be referred to arbitration as 
provided for in Article II, Section 2 hereof. Either party desiring to avail itself of arbitration in this 

1 
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case shall notify the other party in writing of its desire to arbitrate and at the same time name its 
arbitrator. The parties mutually agree that there shall be no strikes, work stoppages, slowdowns or 
lockouts pending the decision of the arbitrators. The provisions of this paragraph shall not apply in 
the event either party gives written notice to the other party at least sixty {60) days prior to April 1, 
2022, of its desire to terminate the Agreement-on April 1, 2022, if there remains at that time issues 
which the parties are unable to resolve. 

(d) In the event agreement is reached on or before March 31, the 2017 - 2022 Agreement 
will be extended for a mutually agreed number of calendar days. The Union shall have one-half of 
the mutually agreed number of calendar days immediately following the date an agreement is 
reached in which to submit the Agreement to its membership for ratification and in case of failure to 
ratify, in order that the Company shall have the remaining one-half of the mutually agreed number 
of calendar days as notice before a strike or work stoppage commences. Providing the mutually 
satisfactory Agreement is ratified by the membership within the first one-half of the mutually agreed 
number of days following the date an agreement is reached, such Agreement will be made 
retroactive to the 31st day of March. 

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

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

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

(b) The Company agrees that it will not attempt to hold Local Union 1347 of the International 
Brotherhood of Electrical Workers, financially responsible or institute legal proceedings against the 
Union because of a strike, slowdown or work stoppage not authorized, abetted or condoned by the 
Union. The Union agrees that any employee or employees who agitate, encourage, abet, lead or 
engage in such a strike, work stoppage, slowdown or other interference with the operations of the 
Company shall be subject to such disciplinary action as the Company may deem suitable, 
including discharge, without recourse to any other provision or provisions of the Agreement now in 
effect. 

2 
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Section 5. (a) This Agreement covers all work done for the Company, including work 
performed by Duke Energy Shared Services, Inc., by the employees of the occupational 
classifications in the unit defined as "The Electrical Workers Unit"-by the National Labor Relations 
Board Order dated August 12, 1944, which is covered by this Agreement. The unit so defined shall 
retain jurisdiction over such work as was normally performed by it prior to March 31, 1945, but 
such jurisdiction shall not be expanded except by mutual agreement of the parties hereto or 
through due process under the National Labor Relations Act. 

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

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

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

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

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

(a) To the extent permitted by State law, all regular employees of the Company as of the 
ratification of this Agreement, who are not members of the Union shall not be required as a 
condition of their continued employment to join the Union. However, after April 1, 2017, all regular 
employees of the Company within the bargaining unit represented by the Union who are members 
of the Union, and who are not more than six months in the arrears with dues, or who may become 
members of the Union, shall be required as a condition of their continued employment to maintain 
their membership in the Union in good standing, unless prohibited by State law, and subject to the 
annual ten day escape period hereinafter described. 

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

(c) If a dispute arises as to the actual union status of any employee at any time as to 
whether or not the employee has been unfairly deprived of or denied union membership, the 
dispute shall be subject to arbitration, in accordance with the arbitration provisions of Article 11, 
Section 2 of this Agreement. 

(d) To the extent permited by State law, within thirty"one (31) days after the date of hire, all 
employees who are not members of the Union, except those employees mentioned in subsection 
(i) of this section, shall be required as a condition of continued employment, unless prohibited by 
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State law, to pay to the Union each month a service charge as a contribution toward the 
administration of this Agreement in an amount equal to the monthly dues uniformly required by the 
Union Members. Such contributions shall be checked off upon proper written authority executed 
by the employee and remitted to the Union in the same manner as the dues of members. 

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

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

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

(h) The Union shall indemnify and hold the Company harmless against any and all claims, 
demands, suits or other form of liability that may arise out of or by reason of any action taken or not 
taken by the Company for purposes of complying with the provisions of this Section 7. 

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

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

Section 8. There shall be no discrimination, intetference, restraint or coercion by the 
Company or the Union or their agents against any employee because of membership or non­
membership in the Union, because of lawful activities on behalf of the Union, or because of race, 
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color, religion, sex or national origin or ancestry or for any other reason. References to the 
masculine gender are intended to be construed to also include the female gender wherever they 
appear throughout the Agreement. 

Section 9. (a) Except where expressly abridged by a specific provision of this Agreement, 
the Union recognizes that the management of the Company, the direction of the working forces, 
the determination of the number of men it will employ or retain in each classification, and the right 
to suspend, discharge, or discipline for just cause, or hire, promote, demote or transfer, and to 
release employees because of lack of work or for other proper and legitimate reasons are vested in 
and reserved to the Company. 

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

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

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

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

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

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

Section 11. Employees shall not be required to cross a picket line except to perform work 
which is necessary to provide the normal seivices of the Company. A supervisor shall make the 
necessary arrangements with the picketing Union involved for the employee to cross the picket 
line. Whenever possible, the supervisor will attempt to have the employee enter the property 
through a non-picketed entrance. 

5 



ARTICLE II 

Attachment RHM-4(d) 
Page 13 of 177 

Section 1. GRIEVANCE PROCEDURE. (a) Any dispute or disagreement arising between A-H 
an employee and the Company, or the Union and the Company may become the subject of a 
grievance. However, with respect to any claim or dispute involving the application or 
interpretation of an employee health, welfare or pension (including defined benefit, defined 
contribution and 401 (k) plans) plan, initially the Employee and the Union will make a good faith 
effort to resolve those disputes in accordance with the terms and procedures set forth in the 
relevant plan document and applicable laws. Additionally, should the content of any 
communication relating to employee benefits conflict with the terms of the relevant plan 
document, the terms of the plan document shall govern. The time limit for filing a grievance will 
be suspended as long as the Employee and the Union are pursuing the appeal processes in the 
benefit plans. 

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

First Step 

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

Second Step 

If the parties are unable to resolve the grievance following the first step, within 10 work days of 
the first step response, the Union may submit a written grievance to the management of the 
department designated in the first step. Department management will schedule a meeting with 
a small committee representing the Union within 20 workdays after receipt of the written 
grievance. The department management will render a written decision wi1hin 30 workdays after 
the date of the meeting. 

Third Step 

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

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

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

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

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

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

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

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

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

ARTICLE Ill 

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

Section 2. Division Seniority shall be the total seniority accumulated in a specific division. 
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Section 3. Classified Seniority shall date from the time an employee is employed in a 
specific classification. 

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

(1) East Bend Station - Regulated Coal Fleet 

(5) Woodsdale Station - Regulated Coal Fleet 

(6) Operators - Midwest Field Operations 

(7) Substation - Midwest Field Operations 

(8) Test & Relay/Field Services - Midwest Field Operations 

(9) Electric Trouble - Midwest Field Operations 

(10) Electric Meter - Midwest Field Operations 

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

(12) Underground Cable and Equipment - Midwest Field Operations 

(13) Service Division - Midwest Field Operations 

(14) Power Delivery Warehouses - Midwest Operations 

(15) Generation Supply Chain - Midwest Warehouse Operations 

(16) Fleet Services - Enterprise Fleet 

(17) Gas Operations Supply Chain - Gas Operations 

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

(b) There shall be no transfer of classified seniority rights for Power Operations' employees 
between the East Bend Station and the Woodsdale Station. 

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

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

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

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

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

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

(g) An employee losing time due to illness or injury shall be entitled1 upon recovery, if 
physically and mentally qualified, to the position held prior to such accident or illness. 

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

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

(2) Is discharged for cause. 

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

Section 6. (a) In making promotions within the bargaining unit classified seniority, ability A-18 
and qualifications shall be taken into consideration. Ability and qualifications being sufficient A-82 
seniority shall prevail. Any employee promoted to a supervisory job outside the bargaining unit 
shall retain) for a period of nine months, all classified seniority accumulated up to the date of the 
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promotion. Such seniority may be exercised, through the established bidding procedures, within 
the bargaining unit, should such job be jeopardized because of lack of work or any other reason 
except for dismissal for cause. If an employee1 who was a supervisor for more than nine months, 
returns to the bargaining unit, he will receive a classified seniority date behind all incumbent 
employees in the job classification from which he originally promoted. No supervisor may return to 
a bargaining unit job classification, if it would result in the layoff or prevent the recall from layoff, of 
an employee represented by the Union. 

(b} In the event of a layoff or work force reduction, layoffs, demotions, and transfers shall be 
made on the basis of classified seniority within a promotional sequence in a department. An 
employee shall have the right to be returned to any starting level job classification previously held 
by him in the course of his employment with the Company if his seniority is sufficient to qualify him 
for such job and an opening or job vacancy exists. An employee does not recoup any classified 
seniority in those job classifications higher than the one to which he is assignedJ despite the fact 
he may have previously worked in the higher job classifications, until he is permanently promoted 
to the higher job classification through the established posting procedure. For purposes of this 
paragraph, if an employee has not worked in a lower classification in his promotional sequence, 
he will be credited with classified seniority in each such lower job classification for all time worked 
in a job classification at the same or higher wage level within his promotional sequence. An 
employee, however, shall not have the right to be demoted or transferred to any classification in 
another promotional sequence which he has not previously held, except as provided in Article Ill, 
Section 7(f). Under no circumstances will an employee be permitted to arbitrarily select a job 
where no vacancy or job opening exists. 

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

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

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

Section 7. (a) When an opening in a job classification covered by this Agreement is to be A-3 

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

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

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

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

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

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

(g) When an opening occurs in a job classification, employees already in that job 
classification within the Division may exercise their seniority rights to cross bid for the particular 
opening. The employee already in the job classification within the Division who cross bids and who 
can qualify will be selected; however, only one cross bid will be allowed. When an opening has 
been filled in accordance with the procedure outlined above, the resultant openings will be filled by 
promotion of employees from the next lower job classification in the particular promotional 
sequence in accordance with the provisions of this Agreement. An employee shall not have the 
right to bid on a demotion but may request in writing consideration for a demotion. 

The procedure outlined above is not applicable to those Divisions where the multiple posting 
system is in use. In the Divisions where multiple posting is used, the employees are permitted to 
submit their applications for promotion or cross bid in advance of an opening. An employee shall 
not have the right to bid on a demotion but may request in writing consideration for a demotion. 
When openings occur, they will be posted on the bulletin boards at the various headquarters within 
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the appropriate Division(s). In the Divisions where multiple posting is used and job openings exist 
cross bids will be permitted at each job classification level before promotions are made and until 
the posting is completed. 

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

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

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

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

ARTICLE IV 

Section 1. VACATIONS. (a) Vacations for hourly rated employees will be granted with pay A-41 

during the calendar year in which they complete the specified number of years of service on the 
following basis: 

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

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

(3) Employees with seven (7) or more years of service with the Company shall be 
entitled to a vacation of three (3) weeks. 

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

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

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

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

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

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

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

(f) The estate of an employee who dies shall receive all current year vacation pay earned in 
accordance with Article IV, Section 1 (a). 

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

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

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

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

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

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

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

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

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

Section 2. (a) An employee who has completed six months of continuous service shall be 
entitled to four compensated personal days off each calendar year. Requests for personal days 
must be made at least two calendar days prior to the date requested and must be approved by 
management. However, because of extenuating circumstances, a day off with less than a two 
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 
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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 two calendar days prior to the date requested and must be approved by management. 
However, because of extenuating circumstances, less than a two 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 for business needs. However, every effort will be 
made by supervision to honor an employee's request for this Diversity Day. If the Diversity Day is 
not used during a year, it shall be lost and no additional compensation shall be granted. 

Section 3. ABSENCE DUE TO SICKNESS, FAMILY CARE AND PARENTAL LEAVE. A-? 
(a) Effective January 1, 2018, employees will be eligible for paid time off due to qualifying sick 
or family care reasons and, effective upon ratification of this Agreement for paid parental leave, 
on the same basis as the Company's general, non-represented employee population. During 
the term of the Agreement, such coverage cannot be further amended or terminated, except (i) 
through negotiations between the parties, (ii} tor changes which the Company determines to be 
necessary for legal compliance and (iii) for administrative changes. 

(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 Benefits pursuant to the Duke Energy Short Term Disability Plan 
for up to twenty-six (26) weeks or until the employee is able to return to work, whichever occurs 
first. During the seven consecutive calendar day waiting period, it is intended that no employee 
will incur a loss of more than forty hours of straight time pay. Effective January 1, 2018, 
employees will participate in the Duke Energy Short Term Disability Plan under the same terms 
and conditions as the general, non-represented employee population as of January 1, 2018. 
During the term of the Agreement, such coverage cannot be further amended or terminated, 
except (i) through negotiations between the parties, (ii) for changes which the Company 
determines to be necessary for legal compliance and (iii) for administrative changes. 

Effective January 1, 2018, the amount of the STD benefits that an employee is eligible for 
as a percentage of pay varies based upon the employee's years of service* according to the 
following schedule: 

Years of Service Weeks at 100% Weeks at 66 2/3% 
Less than 1 year 0 26 
1 up to 5 years 10 16 

5 up to 10 years 15 11 
10 up to 15 years 20 6 

15 or more 26 0 

*STD benefits begin on the eighth day of disability. The 26-week STD period begins on the first 
day of disability and includes the 7-day waiting period. To continue receiving pay during the 7-
day waiting period, the employee will need to use sick time or vacation pay during the waiting 
period. 

The definition of "pay' used to calculate an employee's STD benefits is the employee's 
basic rate of pay immediately prior to disability, as verified by the Company. Overtime, 

15 



Attachment RHM-4(d) 
Page 23 of 177 

bonuses, incentive pay and non-cash compensation are not included in the definition of "pay" 
used to calculate STD benefits. 

(c) After an employee has been continuously disabled, subject to medical determination, 
and has exhausted Short Term Disability Benefits under the Duke Energy Short Term Disability 
Plan, the employee may apply for Long-Term Disability Benefits under the Duke Energy Long 
Term Disability Plan. 

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

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

(f) The Company agrees that on an employee's return from illness, or disability of any 
kind, an effort will be made to find a less strenuous type of work for such employee until such time 
as the Company's and the employee's physician agree that he is capable of taking up his former 
duties. During this temporary period the employee shall be paid his regular classified rate of pay. 

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

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

If employees with less than twenty (20) years of service become physically unable to 
satisfactorily and safely pertorm the regular duties of their job classification, they may request a 
demotion to a lower classification requiring work of a less strenuous nature for which they are 
qualified to pertorm. If such a demotion is granted by the Company, these employees will be 
assigned to a lower classification and will have their hourly wage rate red-circled at 50% of the 
differential between the maximum wage rate of the job classification to which they are demoted 
and their former Job classification. Two years after being assigned to the lower paying job, the 
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employee's wage rate will be reduced to the maximum wage rate of the employee's current job 
classification. 

Section 4. INDUSTRIAL ACCIDENTS. (a) Effective January 1, 2018, an injured employee 
who is unable to work because of an industrial accident will be paid a supplement in an amount 
equal to his or her regular weekly wages until the employee starts receiving workers' compensation 
benefits under state law. After an employee starts receiving state-mandated benefits, the 
Company will provide one half of the difference between what the employee would have received 
at regular work less the amount received as state-mandated compensation for such injury. The 
supplemental compensation provided pursuant to this section by the Company, shall be provided 
for no longer than 26 weeks, and in any event shall not exceed the state-mandated benefits plus 
the Company provided supplement. Any overpayments to the employee will be repaid to the 
Company. 

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

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

ARTICLE V 

Section 1. (a} Definitions of Workers: 

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

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

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

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

Rotating Shift Worker - An employee whose Regular Scheduled Work Period and Regular 
Scheduled Work Week both vary according to a prearranged schedule. 

(b) These definitions attempt to define the types of schedules of the employees, however, it 
is not meant to limit the hours that an employee may be scheduled by existing practices or future 
schedules that may be developed by mutual agreement of the parties. 
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(c) The Regular Scheduled Work Period for Day Workers, Straight Shift Workers, Fixed A-43 
Shift Workers, and Modified Shift Workers will consist of eight (8) or ten (10) consecutive hours 
exclusive of the lunch period. 

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

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

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

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

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

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

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

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

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

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

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

Emergency Work 

Double time shall be paid for all emergency time worked for other utilities at their respective 
operating locations. Emergency work performed at any location or facility owned and/or operated 
by the Company, or its parent and related subsidiaries/affiliates shall be paid as follows: 

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

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

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

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

(m) The Company shall be the sole judge as to the necessity for overtime work and the A-1 
employee shall be obligated to work overtime when requested to do so. Overtime shall be divided A-4 
as equally and impartially as possible among all employees within a job classification of a 
headquarters or as may be contained in the work rules unless an employee designates) in writing, 
that he does not wish to be called for overtime. Such waiver does not excuse an employee from 
overtime work when requested to do so. Overtime lists showing overtime hours paid for and 
overtime hours waived shall be posted weekly on the Company bulletin boards, in each 
headquarters. 

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

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

(p) The Union recognizes the need for shift work and weekend work in order to provide for 
continuous operation. Premium rates will apply as set forth in Article V, Section 1, (i), 0) and (k). 

(q) The Company reserves the right to temporarily change the schedule of any employee A-23 

upon notice to the employee of not less than forty-eight (48) hours, subject to the exceptions 
outlined in the Departmental and Divisional Working Rules in Exhibit A of this Agreement. 
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(r) The hours of any employee assigned to a training program may be adjusted to a uniform 
day schedule so that all employees involved in a particular program will be working on a consistent 
schedule. 

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

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

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

Holiday 

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

Date Recognized 

January 1 
Last Monday - May 
July4 
First Monday - September 
Fourth Thursday - November 
Friday after Thanksgiving 
December24 
December25 

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

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

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

(e) Employees who are on a four (4) day-ten {10) hour schedule will receive ten (10) hours 
of straight time pay if a holiday falls within their regular scheduled work week but they are not 
required to work the holiday. Employees whose regular scheduled work week does not include the 
paid holiday will receive eight (8) hours of straight time holiday pay. 
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Section 4. (a) An employee called out for overtime work shall receive a minimum of four (4) A-70 

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

(b) Employees called outl ahead of their regular1y scheduled starting time, for other than 
planned overtime, shall be paid a minimum of four (4) hours at the appropriate overtime rate. A 
call-out shall be defined as notice to report for unscheduled work given to an employee by 
telephone or messenger after he has left his headquarters or place of reporting. Travel time of 
one-half hour each way, at the appropriate overtime rate of pay, will be allowed on a call-out when 
such call-out exceeds four (4) hours of continuous work that is not contiguous with a regularly 
scheduled shift. Employees will not be compensated for any travel time on a call-out when the 
employee is not released from work before his regularly scheduled shift, nor will travel time be 
allowed when overtime is worked continuously at the end of a regularly scheduled shift. 

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

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

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

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

Section 5. (a) Except as otherwise provided, when performing work within the southwest A-5 
Ohio and northern Kentucky (DEO/DEK) service territories, employees, required to work ten 
consecutive hours (excluding time taken out for meals), shall be furnished a meal compensation 

. allowance and an additional meal compensation allowance for each contiguous five hour interval 
worked thereafter until released from duty. Employees who work a four day-ten hour schedule 
shall be furnished a meal compensation allowance whenever they work one hour or more in 
excess of their normal work day, and an additional meal compensation allowance for each 
contiguous five hour interval worked thereafter until released from duty. 

Except as otherwise provided, when performing work outside the southwest Ohio and 
northern Kentucky (DEO/DEK) service territories, employees required to work ten consecutive 
hours (excluding time taken out for meals), shall be furnished a meal, or compensation in lieu 
thereof, and an additional meal, or compensation in lieu thereof, for each contiguous five hour 
interval worked thereafter until released from duty. Employees who work a four day-ten hour 
schedule shall be furnished a meal or compensation in lieu thereof whenever they work one hour 
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or more in excess of their normal work day, and an additional meal, or compensation in lieu 
thereof, for each contiguous five hour interval worked thereafter until released from duty. 

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

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

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

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

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

Current Effective 5/8/2017 

$11.25 $11.50 

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

Section 7. Pay-day for employees covered by this Agreement shall be on Friday of eve,ry 
other week. Paychecks will be mailed to the employee's home address. All employees will be 
required to use direct deposit effective January 1, 2018. Checks will be directly deposited into one 
or more bank accounts employees shall designated and authorize. Direct Deposit advices will be 
mailed to the employee's home address if he/she has elected to receive a printed copy. 

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

from his regular headquarters that returning to his headquarters each day would be impracticable, 
the Company at its option shall either provide transportation, meals and lodging or reimburse the 
employee a reasonable amount for expenses incurred. If such an employee is not required to 
work on his regular off-days, the Company shall provide transportation to his regular headquarters 
or shall pay him straight time for eight (8) hours in each twenty-four (24) hours in each such off-day 
and shall furnish meals and lodging for each such off-day. 
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(b) Employees required to train outside the Company's service area as part of a training 
program will be paid at their regular straight time rate when participating in the training program 
and, in addition, will be paid approved travel time and provided reasonable expenses for 
transportation, meals and lodging 

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

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

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

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

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

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

Section 1 O. (a) The Company will not require employees to do construction or maintenance A-8 

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

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

(c) Employees will be permitted to waive overtime when planned outages have been 
prearranged with the customer wherein the outage may not be deferred due to inclement weather, 
however, if the desired number of employees, from each of the required job classifications, are not 
acquired on a voluntary basis the qualified employees with the lowest accumulated overtime will be 
assigned. This work, when possible, will be performed "dead" and the employees will be furnished 
with the appropriate weather gear when necessary. 

Section 11. Any employee covered by this Agreement who is eligible to vote in any City, 
County, State or National election shall be allowed a reasonable time off with pay) if necessary, to 
vote if he so desires. 
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Section 12. Upon the death of the designated relatives of an employee, the employee, 
upon request, may be entitled to the stipulated maximum number of calendar days off for which he 
is entitled to receive regular pay for not more than the indicated number of consecutive working 
days, including the day of the funeral. If prior arrangements are made, an employee may include a 
maximum of one (1) day following the funeral as one of the consecutive working days off, and in 
the case of a spouse, child, mother, father, brother or sister, two (2) days following the funeral. No 
pay will be granted for regular scheduled off days. 

Relationship 
Maximum Consecutive 
Calendar Days Off 

Spouse or Domestic Partner 7 
Child, Stepchild or Foster Child 7 
Mother, Stepmother or Foster Mother 7 
Father, Stepfather or Foster Father 7 
Brother, Stepbrother or Foster Brother 7 
Sister, Stepsister or Foster Sister 7 
A legal dependent residing in the employee's 7 
household 
In-laws {father, mother, brother 5 
sister, son or daughter) 
Grandchild 6 
Grandparent'Spouse's Grandparent 4 
Aunts, Uncles, Nieces and Nephews 2 

Maximum Consecutive 
Working Days Off With Pay 

5 
5 
5 
5 
5 
5 
5 

3 

4 
2 
1 

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

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

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

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

Section 15. The person elected by the Union to represent them as Business Manager shall 
be permitted, after proper arrangements have been made with the appropriate department 
manager of the Company, or his authorized representative, to enter all buildings and areas where 
men covered by this Agreement are working when such visits are necessary to carry out the terms 
of this Agreement in connection with questions arising out of this Agreement. 
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Section 16. (a} The Company shall have the right to require examinations, either oral, 
written, or practical, to determine the fitness of employees for promotional opportunities. Such 
examinations shall be uniformly administered and shall be required of all successful employee­
applicants for new positions. The equipment and facilities necessary for such examinations will be 
provided by the Company. The Company shall compensate the employees engaged in 
examinations for the time spent in such examinations at their regular rate of pay. An employee can 
indicate, within five days after receiving the results of an examination, that he feels the examination 
was not fairly administered. If the employee submits a valid reason, the Company will administer a 
second examination with a Union designated witness present. If this second examination is 
administered it will not be subject to the grievance proced~re. 

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

Section 17. The Company agrees to furnish bulletin boards at all division headquarters for 
the use of the Union. The use of these boards is restricted to the following: notices of union 
meetings1 notices of union elections, notice of changes within the union affecting its membership, 
or any other official notices issued on the stationery of the Union and signed by the Business 
Manager or other duly elected or appointed officer. There shall be no other general distribution or 
posting by members of the Union of pamphlets or literature of any kind except as provided for 
herein. 

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

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

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

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

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

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

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

position outside the bargaining unit, the employee shall be paid the same rate of their classified :::~ 
assignment at the time of the temporary assignment. The temporary advancement of any 
individual is intended to be of a limited duration and not to exceed a maximum of six months total 
within a rolling twelve month period. Employees temporarily advanced to a supervisory position 
will not be assigned to supervise contractors completing work normally performed by IBEW 1347 
represented employees. 

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

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

Section 22. (a) The Company shall furnish the employees with the proper safety devices A-73 
as required by the Company for protection of life and property in the performance of their duties. A-7s 
The employees shall at all times use every means for the preservation of such safety appliances 
and shall use them when necessary. 

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

(c) The Union may investigate any serious accident with its Union Committee and at its 
own expense and the management representative on the site will cooperate with the Union 
Committee. This shall not be construed to mean a joint investigating committee. 

It is further agreed that the Company will not provide the Union Committee with the report 
made by the Company. It is further agreed that the Union investigation will not interfere with or 
interrupt the normal operation of the job. 

26 



Attachment RHM-4(d) 
Page 34 of 177 

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

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

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

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

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

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

Maximum Hourly Wage Rates 

Effective Effective Effective Effective Effective Effective 

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

Level 2017 2017* 2018** 2019*** 2020**** 2021"**** 

2.50% 2.50% 2.50% 3.00% 3.00% 

1 $15.62 $16.01 $16.41 $16.82 $17.33 $17.85 

2 $18.02 $18.47 $18.93 $19.41 $19.99 $20.59 

3 $22.87 $23.44 $24.03 $24.63 $25.37 $26.13 

4 $23.34 $23.92 $24.52 $25.13 $25.89 $26.67 

5 $23.83 $24.43 $25.04 $25.66 $26.43 $27.23 

6 $24.98 $25.60 $26.24 $26.90 $27.71 $28.54 

7 $26.55 $27.21 $27.89 $28.59 $29.45 $30.33 

8 $27.34 $28.02 $28.72 $29.44 $30.33 $31.24 

9 $27.83 $28.53 $29.24 $29.97 $30.87 $31.80 

10 $28.42 $29.13 $29.86 $30.61 $31.52 $32.47 

11 $29.81 $30.56 $31.32 $32.10 $33.07 $34.06 

12 $30.22 $30.98 $31.75 $32.54 $33.52 $34.53 

13 $30.63 $31.40 $32.18 $32.99 $33.97 $34.99 

14 $31.36 $32.14 $32.95 $33.77 $34.78 $35.83 

15 $32.08 $32.88 $33.70 $34.55 $35.58 $36.65 

16 $33.43 $34.27 $35.12 $36.00 $37.08 $38.19 

17 $33.70 $34.54 $35.41 $36.29 $37.38 $38.50 

18 $34.32 $35.18 $36.06 $36.96 $38.07 $39.21 

19 $35.25 $36.13 $37.03 $37.96 $39.10 $40.27 

20 $37.10 $38.03 $38.98 $39.95 $41.15 $42.39 

21 $37.67 $38.61 $39.58 $40.57 $41.78 $43.04 

22 $38.04 $38.99 $39.97 $40.96 $42.19 $43.46 

23 $38.40 $39.65 $40.34 $41.35 $42.59 $43.87 

24 $38.79 $39.76 $40.75 $41.77 $43.03 $44.32 

25 $39.16 $40.14 $41.14 $42.17 $43.44 $44.74 

26 $39.65 $40.64 $41.66 $42.70 $43.98 $45.30 

* The wages listed in this column will be increased (decreased) by 1 cents for each full 0.2% 
increase (decrease) of more than 4.0% in the U.S. Revised Urban Wage Earners and Clerical 
Workers Consumer Price Index published by the Bureau of Labor Statistics, U.S. Department of 
Labor, with the October, 2016 Index as the zero base and percentage increases calculated from 
that base after each quarter. The increase, if any, will be reflected in the payroll period beginning on 
April 1, 2017, July 1, 2017, October 1, 2017, January 1, 2018, based on the indexes of January 
2017, April 2017, July 2017 and October 2017, respectively. 

** The wages listed in this column will be increased (decreased) by 1 cents for each full 0.2% 
increase (decrease) of more than 4.0% in the U.S. Revised Urban Wage Earners and Clerical 
Workers Consumer Price Index published by the Bureau of Labor Statistics, U.S. Department of 
Labor, with the October, 2017 Index as the zero base and percentage increases calculated from 
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that base after each quarter. The increase, if any, will be reflected in the payroll period beginning on 
April 1, 2018, July 1, 2018, October 1, 2018, January 1 , 2019, based on the indexes of January 
2018, April 2018, July 2018 and October 2018, respectively. 

*** The wages listed in this column will be increased (decreased) by 1 cents for each full 0.2% 
increase (decrease) of more than 4.0% in the U.S. Revised Urban Wage Earners and Clerical 
Workers Consumer Price Index published by the Bureau of Labor Statistics, U.S. Department of 
Labor, with the October, 2018 Index as the zero base and percentage increases calculated from 
that base after each quarter. The increase, if any, will be reflected in the payroll period beginning on 
April 1, 2019, July 1, 2019, October 1 , 2019, January 1 , 2020, based on the indexes of January 
2019, April 2019, July 2019 and October 2019, respectively. 

**** The wages Jisted in this column will be increased (decreased) by 1 cents for each full 0.2% 
increase (decrease) of more than 4.0% in the U.S. Revised Urban Wage Earners and Clerical 
Workers Consumer Price Index published by the Bureau of Labor Statistics, U.S. Department of 
Labor, with the October, 2019 Index as the zero base and percentage increases calculated from 
that base after each quarter. The increase, if any, will be reflected in the payroll period beginning 
on April 1, 2020, July 1 J 2020, October 1, 2020, January 1, 2021, based on the indexes of January 
2020, April 2020, July 2020 and October 2020, respectively. 

***** The wages listed in this column will be increased (decreased) by 1 cents for each full 0.2% 
increase (decrease) of more than 4.0% in the U.S. Revised Urban Wage Earners and Clerical 
Workers Consumer Price Index published by the Bureau of Labor Statistics, U.S. Department of 
Labor, with the October, 2020 Index as the zero base and percentage increases calculated from 
that base after each quarter. The increase, if any, will be reflected in the payroll period beginning 
on April 1, 2021, July 1, 2021, October 1,, 2021, January 1, 2022, based on the indexes of January 
2021. April 2021, July 2021 and October 2021, respectively. 

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

Employees are eligible for an incentive lump sum bonus up to a maximum of 2% or 5% of straight A-67 
time and overtime wages per year in accordance with the 2009 negotiations letter of agreement A-84 
entitled, "Union Employee Incentive Plan (UEIP), based on the achievement of goals during the A-86 

previous year, as determined by the Company. 

In addition, employees will be eligible for consideration and rewards, on the same basis as non­
bargaining unit employees, for those programs in which they currently do not participate, in 
accordance with departmental or safety recognition programs. 

(b) Effective April 1, 2017, any employee who was on or below the maximum hourly wage 
rate of his job classification on April 1, 2017, shall receive the hourly wage rate increase in 
accordance with the increase applicable to the maximum wage rate of their job classification. 

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

(c) Employees shall be provided the higher of a twenty-five cent (25¢) promotional increase 
above the maximum wage rate of the job classification from which they promote, or the minimum 
wage rate of the job classification to which they promote. This provision will not apply when the 
maximum wage rate of a job is not at least twenty-five cents (25¢) above the maximum wage rate of 
the job classification from which it promotes. 
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(d) Whenever the difference between the minimum and maximum wage rates of any hourly 
rated job classification is not divisible by ten, the hourly wage rates will be by ten cent (10¢) steps 
with the exception of the last step to the maximum hourly wage rate of the job classification. In such 
case the increase to the maximum hourly wage rate will include the ten cent (10¢) increment plus 
the odd amount necessary to equal the maximum hourly wage rate, provided, however1 that the 
total amount of this increase is less than twenty cents (20¢). 

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

(f) Employees who are on physical retrogressions shall receive the increase applicable to 
their present individual hourly wage rates. 

(g) The shift differentials to be paid employees on scheduled shifts on classified jobs shall be 
as follows: 

Name of 

Differential Shift 
Cents Per Hour 

Shift Definition of Shift Current 5/8/2017 

Day Shift Where the majority of the 
scheduled hours worked 
are between 8:00 a.m. and 
4:00 p.m. 0 

Afternoon Where the majority of the 
Shift scheduled hours worked 

are between 4:00 p.m. and 
12:00 Midnight. $1.75 

Night Shift Where the majority of the 
scheduled hours worked 
are between 12:00 
Midnight and 8:00 a.m. $1.80 

0 

$1.80 

$1.85 

{h) When the majority of the hours in a shift are on Sunday, a Sunday premium in the 
amount of $2.05 per hour will be paid to an employee for all scheduled straight time hours worked 
on that shift. 

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

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

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

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

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

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

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

A-61 
A-61 Amend 

Section 26. (a) Eligible employees represented by the Union hired or rehired before January 
1, 2015 will participate, or continue to participate, in the existing Cinergy Corp. Union Employees' 
Retirement Income Plan (the "Retirement Income Plan11) as amended and restated effective 
January 1, 2014, and subsequently amended to make legally-required changes or ·technical 
changes that do not reduce the benefits formula, under the terms set forth in the April 2, 2014 Letter 
Agreement titled "Amendment to A-61 'Retirement Plan Agreement' Letter''. Employees hired or 
rehired on or after January 1, 2015 will be not be eligible to participate in the Retirement Income 
Plan. 

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

A-36 
A-36Amend 

(c) For the term of this Agreement, post-retirement health care under the health care plans 
sponsored by Duke Energy Corporation will be made available to eligible Union employees hired 
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prior to January 1, 2010 in accordance with the correspondence from the Company to the Union 
dated July 22, 2004, as amended by the parties' April 2, 2014 Letter Agreement (Collectively, the 
"Post-Retirement Health Benefits Letters"), and the applicable plan documents. As discussed in the 
Post-Retirement Health Benefits Letters, Union employees who are hired on or after January 1, 
201 O will not be eligible for either the Traditional Option or the HRA Option (as defined in the Post­
Retirement Health Benefits Letters), but such employees shall be eligible for access (at 
unsubsidized rates) to post-retirement healthcare under the Duke Energy Corporation Medical Plan 
if they have attained age 50 and completed 5 years of vesting service as of the date of their 
retirement to the extent such coverage is available for Union employees in the Traditional Option 
and/or HRA Option. 

Section 27. Any insurance benefit plans under the Duke Energy Health & Welfare Benefit 
Plans not specifically referenced elsewhere in this Contract (i.e. basic and supplemental life 
insurance, accidental death & dismemberment and dependent life insurance) that the Company 
maintains and/or implements for the general non-represented employee population, shall also be 
provided to the bargaining unit employees at the same benefit levels, costs and plan design 
structure as for the non-represented employees. The Company has the right to add, eliminate and 
alter or to make any other changes to these insurance benefit plans or the employee costs of the 
plans, consistent with any changes it makes for the general non-represented employee population. 

Section 28. (a) Any health care options (medical, dental, or vision) that the 
Company unilaterally implements under the Duke Energy Active Medical Plan, the Duke Energy 
Active Dental Plan and/or the Duke Energy Active Vision Plan at its sole discretion for the 
general non-represented employee population shall also be offered to the bargaining unit 
employees during the term of the 2017-2022 Agreement at the same costs and with the same 
plan design structure as applies to the general non-represented employee population. It is 
expressly understood that the right to add, eliminate, alter and/or to make any other changes to 
these health care options or to the employee costs for these options, consistent with any 
changes it makes for the general non-represented employee population, is reserved to the 
Company, in its sole discretion. 

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

A-61 Amend 

Section 29. (a) The Company agrees to maintain an employee savings plan, subject to the A-72 
provisions of the appropriate federal legislation and regulation governing such plans. Eligible Union 
employees will participate or continue to participate in the existing Duke Energy Retirement Savings 
Plan, successor plan to the Duke Energy Retirement Savings Plan for Legacy Cinergy Union 
Employees (Midwest), hereinafter called the "Retirement Savings Plan.JI 

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

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

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

ARTICLE VI 

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

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

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

The Union will support and it will not oppose, or in any way support or encourage opposition to the 
Company's position regarding any mergers, acquisitions, divestitures or similar transactions or any 
regulatory matters :(including rate cases or stranded cost determinations) or environmental matters 
announced or begun during the term of the Agreement. 
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IN WITNESS WHEREOF, Local Union 1347 of the International Brotherhood of Electrical 
Workers and Duke Energy Ohio, Inc. and Duke Energy Kentucky, Inc. ("Company"), do hereby, 
by their duly authorized agents, in the premises, execute and sign this 2017 - 2022 Agreement 
between Duke Energy Ohio, Inc., and Duke Energy Kentucky, Inc. and Local Union 1347, in 
duplicate, this 31st day of October, 2017. 

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

~/d; 
Andrew Kirk 
Business Manager 
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FOR THE COMPANY 
Duke Energy Ohio, Inc. 
Duke Energy Kent cky, Inc. 

--

lvaro 
or Relations-MidwesVCarolinas 



EXHIBIT"A" 

DEPARTMENTAL AND DIVISIONAL WORKING RULES 

REGULATED GENERATION 
GENERAL WORK RULES 

APPLICABLE TO: 
EAST BEND STATION 

WOODSDALE STATION 
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A-23 
A-43 
A-58 
A-78 
A-83 

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

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

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

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

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

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

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

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

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

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

11. Those Production Team employees who are assigned to work for one or more days on other 
Teams will work the same designated hours as the Team to which they are assigned. 
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12. Personnel may be required to work ten (10) and twelve (12) hour shifts at the appropriate 
straight time and overtime rates for outages and/or as needs dictate: 

Division 
Division 

1 
5 

East Bend Station 
Woodsdale Station 

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

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

MIDWEST FIELD OPERATIONS 

Division 6: OPERATORS 

(a) MOBILE OPERATORS SECTION 

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

Relief Operators work on all shifts. 

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

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

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

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

Division 7: SUBSTATION 

(a) ELECTRIC MAINTENANCE SECTION 

1. This Section shall work on a Fixed Shift Schedule or in accordance with the 
negotiated letter dated October 11, 1996 discussing flexibility in work scheduling. 
Day shifts will be any hours between 6:00 a.m. and 6:30 p.m. Afternoon shifts will 
be any hours between 2:00 p.m. and 2:00 a.m. Evening shifts will be any hours 
between 10:00 p.m. and 10:00 a.m. 
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The supervisor! at his discretion, may designate the thirty {30) minute meal 
period to begin one-half hour before the Normal Meal Period or may delay the 
beginning of the thirty (30) minute meal period to the time when the Normal Meal 
Period is scheduled to end. 

(b) ELECTRIC REPAIR SECTION 

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

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

{c) CONSTRUCTION SECTION 

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

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

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

Division 8: TEST & RELAY/FIELD SERVICES 

(a) TEST & RELAY 
1 . This Division shall operate on a Day Schedule or in accordance with the 

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

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

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

(b) FIELD SERVICES 

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

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

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

MIDWEST FIELD OPERATIONS 

GENERAL WORK RULES 
APPLICABLE TO DIVISION 9 THROUGH 13 

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

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

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

4. Employees who bid, qualify and are accepted for posting openings in a Division shall receive 
a classified seniority date based on the date they enter the job opening and shall be eligible 
for merit increases at six (6) month intervals regardless of the wage rate of any other 
employee in the job classification, but in no event will an employee receive a wage rate that is 
higher than the maximum rate of the job classification which he is entering. 
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5. Employees hired after April 1, 2006, into any job classification within Divisions 9, 11, 12 and 
13 (c) must reside within a 30-mile radius of the Company's headquarters located at Fourth & 
Main Streets, Cincinnati, Ohio. 

Division 9: ELECTRIC TROUBLE A-14 
A-9 

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

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

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

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

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

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

Division 1 O: ELECTRIC METER A-80 

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

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

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

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

39 



Attachment RHM-4(d) 
Page 47 of 177 

4. Extra Premise Troubleshooters will be used to fill assigned shifts at their respective 
headquarters. 

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

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

Division 11: OVERHEAD TRANSMISSION AND DISTRIBUTION CONSTRUCTION DIVISION A-21 
A-9 

1. The Overhead Transmission and Distribution Section shall operate on a Day Schedule or 
as described in General Work Rule 1 . 

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

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

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

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

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

Division 12: UNDERGROUND CABLE AND EQUIPMENT 
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1. This Division shall operate on a Day Schedule and when required, a Fixed Shift Schedule 
or as described in General Work Rule 1. 

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

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

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

Division 13: SERVICE DIVISION 

(a) MATERIAL AND REPAIR SECTION 

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

(b) MACHINE SHOP SECTION 

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

(c) BREGON HEAVY EQUIPMENT AND REPAIR SECTION 

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

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

Division 14: POWER DELIVERY WAREHOUSES 

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

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

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

Division 15: GENERATION SUPPLY CHAIN A-38 

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

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

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

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

Division 16: FLEET SERVICES 

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

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

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

3. Employees will be provided work attire which includes clothing and laundry services. 

Division 17: GAS OPERATIONS SUPPLY'CHAIN 

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

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

2. The Company shall not require an employee to furnish tools. 
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HISTORICAL DOCUMENTS PRESERVED AND MADE PART OF THIS AGREEMENT 
FOR INTERPRETATION AND APPLICATION INDEX 

BY DOCUMENT NUMBER 

A-DOC# CLAUSE ISSUE DATE 

A-1 Article V, Section 1 (m) Compensated Overtime Make-Up 06/08/73 
A-2 Misc. Rest Periods-Storms, ET&DC 04/09/73 
A-3 Article Ill, Section 7 Multiple Postino Procedure 05/11/76 
A-4 Article V, Section 1 (m) Distribution of Overtime 05/11/76 
A-5 Artlcle V, Section 5 Meal Compensation 05/11/76 
A-6 Article IV, Section 1 (k) Overtime and One Dav Vacations 07/02/79 
A-7 Article IV, Section 3 STD for Substance Abuse Rehab 07/02/7'9 
A-8 Article V, Section 10 Inclement Weather 07/02179 
A-9 Division 9, 11 Workina on Primarv Conductors 07/02/79 
A-11 Article IV, Section 3(f) Transfer between Stations for Light Dutv 04/12/82 
A-12 Misc. Co-ops and Seniority 04/12/82 
A-13 Misc. Six - Eight Hour Rest Periods 04/12/82 
A-14 Division 9 One-Person Trouble Crews 04/12/82 
A-17 Article II, Section 1 Personal Attornevs/Grievances 04/04/91 
A-18 Article lll, Section 6 Supervision Return to Baroainino Unit 04/04/91 
A-19 Misc. Non-Storm Duty Rest Periods 04/26/94 
A-21 Division 11 Alternate Work Hours ET&DC 04/26/94 
A-22 Article I, Section Ha) Union Recognition and Representation 06/15/09 
A-23 Article V, Section 1 (q), Flexible Shift Hours 10/11/96 

Exhibit A 
A-27 Article V, Section 25(k) BOGAR Job Evaluation System 9/2/98 & 12/16/02 09/02/98 
A-30 Misc. Madison Station 02/09/00 
A-32 Article IV, Section 1(e) Vacation of Rehired Employees 06/15/09 
A-35 Misc. Disconnect Non-Pav Agreement 11/01/05 
A-36 Article V, Section 26(c) Post-Retirement Medical Benefits - Health 07/22/04 

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

6/15/09 
A-46 Misc. Store Room Bidding 08/22/06 
A-48 Misc. Eyealass Pittina 08/22/06 
A-49 Article V, Section B(a) Project Work - Outside Duke Energy OH/KY Service Area 04/02/14 

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

8/22/06 
A-53 Misc. Advanced Wages for Union Business 08/22/06 
A-54 Misc. Senioritv and lnterolant Biddino Riahts 08/22/06 
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A-DOC# CLAUSE 

A-56 Misc. 
A-58 Misc. 
A-60 Misc. 
A-61 Article V, Section 26 and 29 
A-61 Article V, Section 26 and 29 
Amend 
A-62 Misc. 
A-64 Article V, Section 3 
A-66 Article IV, Section 1 {e) and (k) 

A-67 Article V, Section 25(a) 
A-70 Article V, Section 4 

A-71 Article V, Section 9 

A-72 Article V, Section 29 
A-73 Article V, Section 22(a) 

A-76 Article V, Section 22(a) 
A-77 Misc. 

A-78 Exhibit A 

A-79 Misc. 
A-80 Division 10 
A-81 Division 11 
A-82 Article Ill, Section '6(g) 
A-83 Exhibit A 
A-84 Article V, Section 25(a) 
A-85 Article V, Section 20(c) 
A-86 Article V, Section 25{a) · 
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ISSUE DATE 
WeldinQ Premium 04/01/17 
Employee Development Qualification Program 02/06/08 
Random Drui:i and Alcohol Testing 06/'15/09 
Retirement Plan Agreement 06/15/09 
Amendment to A-61 Retirement Plan Agreement Letter 04/02/14 

Vacation Bank/Vacation Credit 06/15/09 
Short Term Disability Issues 06/15/09 
Partial Day Vacations and Vacation Carryover 04/01/17 

6/15/09 
Union Employees Incentive Plan 06/15/09 
Overtime Guidelines 04/01/17 

04/02/14 
Temporarv Assionment at Other Locations 04/02/14 
Retirement Savings Plan Changes for Tradtional Plan 
Participants 04/02/14 
Safety Shoe Policy 04/02/14 

04/01/17 
Safety Shoes (FHO & Field Services) 05/08/08 
Transportation Senior Service Wage Rate 06/20/13 
Revised Material Services Team Member Job Description 
EBS 01/15/14 
Repair Specialist and Senior Repair Mechanic Job 
Classifications 08/27/13 
Separation of Gas and Electric Customer Premise Work 03/20/14 
Lineperson Program 04/01/17 
Employment Policy 04/01/17 
Production Technicians 04/01/17 
Union Employees' Incentive Plan (UEIP) Joint Committee 04/01/17 
Leadperson - Sr. Maintenance Electrician 04/01/17 
Union Employees' Incentive Plan Goals 10/31/17 
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HISTORICAL DOCUMENTS PRESERVED AND MADE PART OF THIS AGREEMENT FOR 
INTERPRETATION AND APPLICATION INDEX 

BY CLAUSE NUMBER 

A-DOC# CLAUSE ISSUE DATE 

A-22 Article I, Section 1 {a Union Recognition and Representation 06/15/09 
A-17 Article II, Section 1 Personal Attorneys/Grievances 04/04/91 
A-18 Article Ill, Section 6 Supervision Return to Baraainina Unit 04/04/91 
A-82 Article Ill, Section 6(0) Employment Policy 04/01/17 
A-3 Article Ill, Section 7 Multiple Postina Procedure 05/11/76 
A-41 Article IV, Section 1 Clarification of Vacation Bank/Pension 08/22/06 
A-32 Article IV Section 1 e Vacation of Rehired Employees 06/15/09 
A-66 Article IV, Section 1 e and (k) Partial Dav Vacations and Vacation Carryover 06/15/09 
A-6 Article IV, Section 1 k Overtime and One Day Vacations 07/02/79 
A-42 Article IV, Section 1 k Workino Overtime Durina Vacation 08/22/06 
A-7 Article IV, Section 3 STD for Substance Abuse Rehab 07/02/79 
A-11 Article IV Section 3 f Transfer between Stations for Light Duty 04/12/82 
A-43 Article V, Section 1 (c), Exhibit A 12-Hour Shifts 04/02/14 

6/15/2009 
A-1 Article V, Section 1 (m Compensated Overtime Make-Up 06/08/73 
A-4 Article V Section 1 m Distribution of Overtime 05/11/76 
A-23 Article V, Section 1 {q), Flexible Shift Hours 10/11/96 

Exhibit A 
A-64 Article V, Section 3 Short Term Disability Issues 06/15/09 
A-70 Article V, Section 4 Overtime Guidelines 04/02/14 
A·S Article V, Section 5 Meal Comoensation 05/1 i/76 
A-49 Article V, Section B(a) Project Work - Outside Duke Energy OH/KY Service Area 04/02/14 

8/22/2006 
A-71 Article V, Section 9 Temporarv Assianment at Other Locations 04/02/14 
A-8 Article V, Section 10 Inclement Weather 07/02/79 
A-51 Article V, Section 20 c Leadperson - Trainer Role 08/22/06 
A-52 Article V, Section 20(c) Leadperson 04/02/14 

8/22/2006 
A-85 Article V, Section 20 c Leadperson - Sr. Maintenance Electrician 04/01/17 
A-73 Article V, Section 22(a) Safety Shoe Policy 04/02/14 
A-76 Article V, Section 22(a) Generation Foot Protection Policy 05/08/08 
A-67 Article V, Section 25 a Union Employees Incentive Plan 06/15/09 
A-84 Article V, Section 25{a Union Employees' Incentive Plan {UEIP) Joint Committee 04/01/17 
A-86 Article V, Section 25 a Union Emolovees' Incentive Plan Goals 10/31/17 
A-27 Article V, Section 25 k BOGAR Job Evaluation System 9/2/98 & 12/16/02 09/02/98 
A-61 Article V, Section 26 and 29 Retirement Plan Aareement 06/15/09 
A-61 Article V, Section 26 and 29 Amendment to A-61 Retirement Plan Agreement Letter 04/02/14 
Amend 
A-36 Article V, Section 26(c) Post-Retirement Medical Benefits - Health 07/22/04 

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

Retirement Savings Plan Changes for Tradtional Plan 
A-72 Article V, Section 29 Participants 04/02/14 
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A-78 Exhibit A 
A-83 Exhibit A 
A-14 Division 9 
A-9 Division 9, 11 
A-80 Division 10 
A-21 Division 11 
A-81 Division 11 
A-38 Division 15 

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

. A-79 Misc . 
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Revised Material Services Team Member Job Description 
EBS 01/15/14 
Production Technicians 04/01/17 
One-Person Trouble Crews 04/12/82 
Workina on Primarv Conductors 07/02179 
Separation of Gas and Electric Customer Premise Work 03/20/14 
Alternate Work Hours ET&DC 04/26/94 
Lineperson Program 04/01/17 
SMAT Guidelines Agreement 04/02/14 

11/1/2005 
Rest Periods-Storms, ET&DC 04/09/73 
Co-ops and Seniority 04/12/82 
Six - Eight Hour Rest Periods 04/12/82 
Non-Storm Dutv Rest Periods 04/26/94 
Madison Station 02/09/00 
Disconnect Non-Pav Aoreement 11/01/05 
Store Room Biddino 08/22/06 
Eyeglass Pitting 08/22/06 
Undercover lnvestiaators 08/22/06 
Advanced Waaes for Union Business 08/22/06 
Senioritv and lnterplant Bidding Riqhts 08/22/06 
Certified Welders 08/22/06 
Employee Development Qualification Program 02/06/08 
Random Drug and Alcohol Testing 06/15/09 
Vacation Bank/Vacation Credit 06/15/09 
Transportation Senior Service Wage Rate 06/20/13 
Repair Specialist and Senior Repair Mechanic Job 
Class if icat!ons 08/27/13 
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lowct in ovau::tiu 1n the .ol-auiflc-at:J.oai· w ."11ich the Wddc.-· abould 
bave blen a.a11gna4. . · : . · . . . 
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John w.. Hi tohal.l June 8 ,· 1973 

.In any caso concerning ·ove::t!tLe asa.igit:e-nts· which ,is ult.i'.,: 
%l'2ll.taly- purriued to arb!tratton and ~hich~annat be t:esolved by 
the 'Co~pn.•w and Onion nrhit-ro.tors and <which is subseguontly 
aub::tit:t.od to a thl:rcl and neutral arhttrawr,, the neutral arbi­
t.r11tor will be res~:i:1ated ~to providing raa'ko-up ovartinto "irork a~ 

· a remedy if the neutral· arbitrator decides a PArt.lcular~ case 
- ·1n · fa.vbr of the un·ion. - · ·. · . · _ _ . ::· 

l:t iii. beli~~d that: the al:low stipula.tod procedure wil.l allow dis:. 
~s concerning o:ve~time assignments ·to J)$S Gqui taoly .re.solved ·to· the. 
,al .sc.tillfnotion of the Company ·and the Vnion !Uld ~ba.t:. i~ confo~u to 
e uuguestion, · Plca.~e · ~vie,1< t.hia procodw:-a, md confirm ,.;l'l.ethor or 
·yo~ conaur- : 

. .. . ,. -~ ' . ' ·., " 

. Xf tb!s pt"Oaod.uro is agreeable to the Union, it. i• ahtici.Piit.ted t:b~t. 
o.rliitrlit:ion case ·0~·1•2:• c:rotm Frey cah be pron,ptJ.y resolved. 

\ _· . ::-:~: ~-l'l" -~J.y\')'0~8-~- .. 
~ ,,(I •• • .. • • • • ... ,_ 

' . .. ...... ;. 
.. • ... ..,,~ . .,.. ..... .. .. .. 

• ,.J : •• : .. ·:r.· .. : • ·• ... ,,., .. . .... .• 
.. .. • I" 

l'tJ:tluu: a. Bhrnsohwncdtn: . .. ... .. .,. . 
.. ... , ·""~ ; ......... :·, .. --:-~ ... __ .,.._...~1~. 

i . . ·w .:a. Diakhoner. · , .. · ->·· .: · · . 
w. v; van Gilse : ·~ ·· ... ·./ .:. .. ' . .. .. 

:,. . .,._ 
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THE C1NCINNATI GAS & ELECTRIC COMPANY 

Al'ITHVR R.EHFtNSCHW£N0£R 

z.t.r .. Timothy. O'Leary 
Business Manager 
Loca.1·union 1347 
International Brotherh~od of 
Blec~ica.l Workers, AFL-CIO 

4100 Colerain Avenue · 
C.inc.in.na.ti,. Ohio 45223. 

Dear·M.r. O'Leary: .. 

CINCINNATI.OHIO A{l,201 

May 11, 1976 

. Puring the 1976 negotiation meetings·,·. the committees. 
£.or th~ Ccmpany and th~ Union diseusse~ t:.he mul t:.iple post­
ing prooedure as admip~t!!red in the Electric 'l!ransmiision 
and. Dtstribution eonstructio.n an4 the Bl.eotric Distribu- · 
t:lio~ Engineering Departments Wit.h respect· to: job openings 
w~-oh -become available after the. po-sting da.te of a ·pa:r:t:ic:i- • 
u1ar posti!19". . · · · · 

. • The established· ~sting p~oedures· have. pJ.".ovide4 ·that 
·positio.ns whicb .bacome a,rail~le after a posting iia.te bµ.t 
before a· job .posting is proaessed, are included: in the·· · 

· original posting'. This p.tocedtl,~ is tho~ght··to serve. the 
best interes·t of employees and t.Jle Com~y, employees bene• • 
.;.tt J,eca~e }lilditiona.l. job opportunities ·become. available · · · · · -
at -ear1ier dates and· the Company benefits beca~e -it obtains . 
necessary manpower at ea.rlie~ times. .Although this procedure 
allows employees to promote or cross bi"'cl to another job or 
work location. when that:: particUJ.ar job JDaY not have been 
specifically listed on.a posting notiae, employees ~o com­
plete.bid sheets in-the normal and acaustomed manner can 
obtain a benefit from the early filling of a job. 

The Union bas requested the Company to·post all.original 
job openi.Jiga. It is requested. that openings which occur after 
a posting· date be inol.Uded in an addenduni to the posting. · 
4!his arrangement. will allow those few employees who do not · 

· submit advance bid sheet:s in accordance with the inten-tiona 
of the post~g procedure to eval.uat8' an opening -as it nay 
occur. 

31 



·- 2 - May 11, 1~76 . 

As a result of the Union's request, the Company agrees 
to li~t all original openings on posting notices,· Con­
sistent with the multiple posting program, resu.l.tant open­
ings -will not be posted. If an additional job opening be­
comes ava.ilabl·e after a posting ~ate, the .management of the 
Company will ~valuate whather or ·not to hold that···operi;rig· 
until a subsequent posting Qr to post an_. addendum to t}re · . 
origin~l posting. If an adde,ndum·is added to. a posting, 
t.he entire posting will remain open·until·the closing date 
whioh is two weeks after the adaendum.- is posted. Subsequent 
addendums posted l?{ the management. of .the Company· will delay 
the entire posting for additional t'WO week periods "after the 
addendum is posted. 

... . 
It is ecnpbasJ,~ed that this change in procedure in no 

WD.y.wU~ re,trict.:Ute Company•~ responsibility to_detepnine 
·its Jl!.anp<>WeJ; reguiremenur at particttlar locat;i.ons . or its 
auaiorit.;y to dete-1:tlline 'When to pqst a pax-ticn;la.r job-; T~ 
re~~slbiJity fo~ · th~s function 111Ust b.e res~rve.d to. the· ·rilan­
ageni~t .ol! -tlle Company •. The Company inu~t also retain th~ 
r~ghi; .t:o·.cqeel: a posted openi?g a.t any, t~e. ·. 

· . · ~plementation of this revi!Jed. plX>.cedure- will p.,opefuil.y 
sa.~•sfy···the Union's request conc~g 11.s~g original· op.~n­
i.D.gs iuide= the m.u,l.tiple posting jlystem in the. Elect.rio D4:s­
t:ribw:J.on.·Bngineering and the- Electric Transmission and Dis-
trj.bution Construction Oepartlllents. . 
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·Very_ truly yo~s, . 

~:~~;~/I_ 
Arthur R. Ehrl?,schwender· 
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THE ClNCfNNATl GAS & ELECTRIC COMPANY 

ARTHVA R.£:HAtfSC:HW£N0£A 

Mr. Timothy o•Leary 
Business ~anager. 
Local Union 13ll7 
International Brotherhood of 
EleotrJ. cal Workers,·· m.:.:cto 

q100 Colerain Avenue 
Cinoinnat~, Ohio· ~5223 

De Bl' Mr •· 0 1 Leary : · 

Ma.y 11,. 197 6 . 

. During ··the 1976 .negotiation meetings 1 ·the .committees 
tor the company and the Union discussed the allocation of' 
planned overt~me amortg personnel at. the variaus· ove-rhead 
dis.tricts or the· Etectrio Transmission and Distribution 
c;onst~ction De~arbment, · 

' . . 
.. In -0rde~ ta resqive any differences er opinion wti1ch 

· may .e~ist between the Company and the Union, inolucUng the · 
arbitration · case or Mr. Wayne Hutchinson, the Compa.ny agrees 
that planned.over.time shall be distributed in acoo~dance 
With the. provisions ot -Article v, Section l(m), at each 
hea~q~arters. Overtime work a~ai~able at a pal'ticular head­
quarters ldll be determined according to the supei-vtsory 
geographic areas es~ablished by the man~ement or the oom-

·pan1. ·p1anne~ overtime within a parti~u1a:r· supe?'V1sory··: 
geographic area or responsibility will be assiY)ed to em­
_ployees at a particular headquarters within• the area so 
that qualified employees are either working overtime or 
have been given an·opportunity to work overtime betore 
other employees from other geographic areas or responsi­
bility a.re assigned the overtime. 

It must be stipulated, howev~r, that the generalized 
planned overtime disttt1bution policy set rortb in the above 
paragraph shall not apply to particular overtime assign­
ments as may oooasionallJ arise when an individual.with 
particular. ~kills is needed tor a·certa.in work assignment, 
or tor incidental overtime work where particular and specific 
emplor.e.e.s are required to complete an a.aslgnment which is 
·being executed during the regular work da:,. It must also 
be understood that these procedures will not prevail in 
emergency situations where additio~al pe~~onnel from var~ous 
geogxwaphic areas ma, be required to.work within a different 
are.a or areas. 

4 
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THE CINCINNATI GAS &. ELECTRIC COMPANY 
blNCINNATI.OHIO "'ISZOI 

ARTHVA R. £HRNSCHW£~0£1t 

Mr. Timothy O'Leary . 
Business Manager 
Lo9al Union 1347 . -. 
Jntern.ationa.1 llrotberho.od ot· 
Electrical Workers, AFL-C.IO· 

4100 Colerain Avenue· . · 
Cincinnati, Ohio 45223 

-
• · Dear ~• O'Learyc 

.. 

11ay 11, 19 7G 

Ourihg the 1976 negotiation tn.eetings, the committees 
of the Company .and the Union discussed tba intention of 
the meal compensation:. provisions of the current. 1).greement .. 
contained in Article V, Sections. . 

. The Agreement alea.'rly stipulates that the company 
may provide a meal, or compensation in lieu thereof, at 
the stipulated time in'tervala. For overtime assignments 
of short duration, it is understood that the most common 
p.raotioe is to p,:ovide employees compensation in lieu of 
a pa.rtiaufar meal at the ·designated tiJnes. In soma in­
stancea em.ployees wJ.ll accrue more thab <:Me. :meal allow- . 
anae during an overtime assignment. Only rare1y, hc;>wever, 
would it be thought nec:essaey to stop work m.ore than 
once to obtain meals. lbwever, exc4pt for ocaasiona.l 
emergency situations, no employee_ ill expected to work 
for an extended ~iod of tilne without being given an 
opportunity to obtain something.to eat; , . . . 

The procedures .to be utilized when obtaining meals 
will va.ry with the ciroumstances in particular cases. 
tt is a aupervisot;:r responsibility b>.ma.ke the· necessary 
arrangements to procure meals.· In aom~ .... instances the 
supervisor 11111 make plans for ~loyeea j:o stop an 
overtime assignment "'1\d go to a restaurant. In othQr 
cases the superviaor may arrange for emp'=-oyees in a 
large work 41roup ·~ stagger the times of their absences 
fron, work to consume a meal. Sometimes a member of ~ 
crew may be sent to m eating esf:«b1iahment to obtain 
food for himself and other employees, 

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

In implementing these procedures, it must be clearly 
understood that the management reserves the. right to shift 
the assigned supervisory geographic areas or responsibility 
whenever it believes such movement to. be necessary and that 
work in the fringe areas or one geog~aphic area which may 
overlap into another geog~aphi~ a.tea will generally only. 
be assigned to personnel from one particular overhead head­
quar'f;ers and not in part. to .crews from d1f ferent heaclquar- . 
ters. · · · · ·· · ·· 

Wheneve~ overtime work 1s performed by _personnel· from 
one district whloh the Company agrees should have been as­
signed to personnel from another headquarters, it is iigreed 
that make-up overtime wo.rk within the scope o( duties or the 
involved job classification will be prov1aed to the appr-0-
pr~ate employees rrom the ·headquarters to which the over­
time work should have b~en ~~s1gn~4. 

While the Company ·mus·t continu·e to maintain .t-lexibilit:, 
in ·assigning crews during the.normal straight time work day· 
to any lo~ation1 it is hoped that this r.evised.prqcedure will 
resolve the questions concerning_ th~·distr1but1on or over­
time work among personnel in various ov.erhead headquarte~s 
in the Electric :'l'ransmissiori and Distrib.ution Construction 
Dep a:r.tme~ t.. · · 

Very truly yoijrs, 

. . 
Arthur R. Ehrnschwender. 

l· 
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Mr. ~iinothy O'Leary .. 2 - May ll, 1976 

While no provisions of the current Agreement reflect 1::hat 
employees must be given an opportunity to eat a meal at any 
precise time, it is expected that all supervisory personnel td.11 
undertake to apply the m.eal allowanoe provisiona vith a pe1:sonal 
understanding for the needs of the employees under their su~er­
vision. The application of reasonableness ·and good judgment by 

. the supervisor and tile consideration and understanding of the 
. ~loyees involved in particular situations _will hope_fully a,roid 
· · future misa.nderstandings. · 

.. • .... • • .. • .... :r 

It :la hoped that. the appli~ation of the me'a.i -c"Ja'tipensation 
provisions of the.cw:rent Agre~nt according to the inten~icns 
set forth in this letter will mintm.ize the i.Jtconvenienoe· ·to em­
ployees who are required to w.>.rk ove.rtht~~ · 

.... . 

' ... ~ .. 

,· .. ,· 

Very truly yours, 

Arthur R. Ehr,nschwentler •· 

,, 

. . 

/ ! . 
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THE ClNClNNATI GAS & ELECTRIC COMPANY 

Mr. Louts Amsholf 
Business Man~ger 
Local Union 1347 · 
International Brotht'!rhood of 

Eleof.rfoal Workers,. AFL-C!O 
4100 Colerain Avenue 
Cfneinnatl, Ohio · 45123 :i , 11 

pear l\fr. Amshotl: 

July 21 1979 
·;J•' 

During ~e 1919 negotiation meetings, repres~.n~tives ot .the ~_mpany -and 
the Un(on discussed tne ·method ·to administer ove.rtime tor empl!?yee~· who are . 
perm1tted ·to. tatce one day· vacations cQntlgu_c,us to scheduled olf 9ays. . ~ .. . . ' ' 

: '4 , • 

· In 1~'16 t!le company and the· Union ·~greed to ailow an employee w.ith two 
or more weeks of vaea.tlon to take five. da~ ~of that vacation In one- day increments. 
The purpose of' this provision was to allow·· e·tnployees to arrange in advance to have 
time otr tor personal business whfoh could not be taken care of outside the regular 
working hours. At the U~e the partfES agreed to this provfslon, no discussion 
evolved concerning worlqng on scfl.eduled ·oft days contiguous to a. one day vacation. 
~uooequently, 'Jn July, 19l'l7·, the Union t,1"9posed that the vacation procedures . 
specified in Article tv, Sectlon 1{k} sh~uid prevail !or one day ve.cati~ns. The 
Company thereafter, conducted a survey among the various departments concerning 
the Union'~ Pl'9po8Sl. ' 

' ::- . .. . . 
At that time the management in the meetric Produdlon Department indicated· 

that., because or its unique around-Ute-clock operations, it . could not agree to 
Implement the Union's propose~ policy. That decision was ba$ed on the Ce.et that 
during the summer months ot the· traditional prime vacation period, thj! department 
allowed es many employees ott as Is prudent with sat'e e.nd erficient operation. 
While no major scheduled overhauls are planned during th.e summer months, such 
overhauls and rcrced outages during .the Sprlng fl.nd Pall require ·that as many 
employees as possiblct be ava.llable .on Satntdays and Sundays, when .load conditions 
permit additional maintenance. 

Durtng the 1979 nego~laUons, the ·management in the Electric Operating 
· ·oepttrtment indicated that ft -could not accommodate such a proposal ln the Sub­
station Operators Section where employees work on s rot~trng shfft schedule.· 
Because or the nature ot their work, It was also agPe&d tha.t an employee panted a 
one day vacation In the Substation Operators Section wquld also be ~pe.cted to be 
available tor overtime esst1t71ments on ort days contiguous to the one ~ay vacation. 
With the exception of the mectrlc Production Department and the Substation 

• • • ,i, 
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iperators Section of tt;a Electric Operating Department, the proceoures for working 
n scheduled otr days after a one day vacation. will be administered in accordance 
·ith provisions or Article rv1 Section l(k) for those employees who request a. one 
ay vac·auon at least seven calendar days prior to the date requested and obtain 
1e approval · ot supervision. 

Some questions have arisen when employees are granted one day vacations 
ue· to extenuating circumstances with less than a seven day notice. Jn suoh cases, 
rticle IV, SectJon l(kf does not apply In any·work groups. Such -emplo.yees are 
xpected to be available for planned and unscheduled overtime In their normal 
~quence on scheduled oCt days. W~en previously planned overtime ls canceled, 
10se emloyees at work can rea.~Uy be· advised of the eaneellatlon. An employee 
ho has been granted a. one day vacation withbut a seven day notice 8(ld who was 
reviously notified of planned overtime on the subsequent off day is expected to • 
Jmrnunieate with his supervisor at lea.st one hour prior to the end of ttie -regular 
theduled work day of the one day vacation in order to determine whether or not -
1e .planned overtime will still be performed. An employee who reports· tor cancel~d 
lanned overtime without having communicated in such a manner wiiI not be paid 
vo hours pay. at the straight time rate as provided In Article V, Section 4(e} of 
1e Agreeme{lt. 

It is anticipated that this l~tter will clarity any ,misunder.standlngs. ·Concerning 
orklng on contiguous oft c{ays after beini gr~ted one. day va.catf ons~ Proceeding 
1 outlined in this letter will help avoJa grea:tel\ limitations on the number o! 
lowable one day vacations tor employ~es. 

~ ~ . . . 

Very truly yo~, 

~ /!~ -~.il-
Arthtir ~- Ehrnschwen,<ier 

•• •• _..... . .. • t 
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THE CINCINNATI GAS &. ELECTRIC COMPANY -ff',.. ... ----1~---~ 
CINC!NNA'Tl.0~10 4 !:5201 

ARTHUR R.f;WRN.SCl-l'N£NDtR 
11iCC ••<.StC>t11T 

-&Q'41"1S r•ATIVC' a«~Cc:l 

Mr. Louis Amshofl 
Business Manager 
Local .Union 13('1 
International Brotherhood of 

Electrical Workefs; AFt-cIO 
4100 Colerain Avenue 
CincfMatl, Ohio 45223 

Dear Mr. Amsho!fs . 

July 2, 1979 

During the 1979 neuotiaUons, representatives· of the Company and the 
Union dfscllSSed the compensation policy tor employees who undertake treat­
ment for alcoholl~m. 

While sick compensation has. not previously· been granted. tor the treat-
'• ment or .ateoholio eonditlons, the Company will alter that arrangement when 

an employee obtains ·treatment at an fpproprlate detoxtficatlon faaillty under 
the dir~tfon of the. Company Medical Director or in coordination wfth the 
Medical Director a.nd .the employee's ~rsonal physician. Available sick pay 
rnay hereafter be used tor the first coqtlnflous abse~ce when an employee 
undertakes to correct en alcoholio problem tbr9ugh an approved program, If 
the lnltfal rehabilitation_effort. at a •treatment .center Js not suocesstul, the 
employee will not. be granted additional available ~fok pay. 

.... . . 

( 

The Company fs willing to extend this extra ertort to help atntoted 
employees and their tamilies, to eliminate the burden Jmposed upon the. lellow · 
employees, and to tr1fnlmize lost productivity and absenteeism caused by 
alcoholJsm. An employee who is unwilling to· ac:aept the responsibility for his 
own behavior or who refuses to partfclpate in a necessatY program will, as in 
the p~st, Jeopardize hJs continu_ed employment wlth the Com}Jany. 

The Union fs encouraged to make the Company Medical Director aware 
ot individuals thought to have alcoholism problems. With such assistance, 
fellow employees ma.y be given a chance tor' which they may be forever 
grateful. 

Very truly yours, 

(JvtLtP.~ 
· Arthur R. Ehrnschwen~ 

7. 
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THE CINCINNATI GAS & ELECTRIC COMPANY 

R08£A't P. WIWI 
"'C:C NOICJCllT • 

· Mr. Louis Amsho!t • • · 
Busin_~ Manag:er 
Local Union U4'l 
Jnternstlonal Brotherhood or 
. Electrical Workers, AFL-CIO 
4100 Colerain Avenue 
Cfnalnnati, Ohio · 45223 

Dear Mr. Amshort: 

July 2i 1979 

CINCINNATI OHIO ... ~zor 

· . This letter Is intended to ·clarify the policy concernfnJ outside wo.,rk during-
inclement weather tor employees In the Overhead Divlsions or the· El~ctric Trans­
mlssi~n 411d Dfs~lbution C<>nstructlon Department and the Underground Division Q.nly 
while performing U.R.D. work. As has e,lways been .the ease, all ~rews will work 
without regard ·to w.~ather-condltions when it is necessary to pl.'Otecf Ure,. property, 
or continuity ot sel"v1ce. · 

. · Whett It is rainfpg or snowing· at starting time and the job Is wtthtn ·30 
~lnutes or less travel time from·. the. headquarters, the orew will remain at thl! 
headquat-ters tmtU the weather clears. rr the Job Is over ao m1nut-es travel tlm~ 
trotrt the headquarters, the crew wlll leave s.t start1ng time aad proceed to the job, 
Crews assigned to. lndoor jobs in protecte·d areas· will start at the regular tlm e. · 

~ . 
It rain 1s ol a mfscy type or snow ls of the dry type atid will not soak the· 

clothes, work wlll ·contin~e. A good ind~caUon of rain fs ff the wJndshleld wipers 
on passing vehicles are operating- continuously because or Calling moisture. During 
misty rain conditions work ass1gnments will be made so that o. minimum of hot 
work on lines and equipment over SKv is requlr_ed. " · 

i 
I 

• I 

When the headquarters' thermometer .l'es.ds five degrees or lower, the crews 
will ste.v at the headquarters until the temperature rises. When the tempernture is 
sfx degrees and rising and the wind 1s· calm or light, the crew will proceed to the t 
job ·,tte and begin working.· If tne temperature is ten degrees and the wind is · j 

· .strong and gusty, the crews may remain at the headquarters. Whenever the 
temperature reaches 11 degrees, employees will prooetd to the job sf te · and begin 
working regardless _ot wind ·conditions, · 

When the crew mlves at the Job -site, the employee In charge wm -start the 
job· as ordered and evatuate the working conditions. If at any time after the job 
has been under wa1 the weather conditions get worse, or the !!Ondft~ons are such 
that tht employee cannot carry on the work due to cold Md wind, the employee· in 
charge Is to stop operations and commurifoate with headquarters. 'I1le crew wfll not 
t;,e .required t9 seek shelter In ~ trucb long.er than neces.•ry or tor prolonged 
J>!!l'lods of time. 

8 
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1. 

f.otds Arn,1;hoff - 2 - July 21 1979 

_ Every errort will he mttde by Uie Uislrict. Supervisor to assign work suitable 
he weather coudltlons. Consideration shouJd be given to crews in trucks · 
out ·crew compartments or sufficient shelter for layover periods. 

~-. It Is hoped that this letter will clarify .that there Is. ~o intention to change .. 
existing procedui;es for Overhead employees who are required to work ·outdoors· 
:1g inclement weather. 

y,ery truly y~,R1 

a4i,~;.,.· 
. Robert P. Wlwf 

I 
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THE CINCJNNATT GAS &. ELECTRTC COMPANY 

Mr. Louis Amshoff 
Business Manager 
Local Union 1347 
lnternatforial Brotherhood of 

Electrfcal Workers; APL-CIO 
4100 Colerain Avenue 
Clnetnriati, Ohio 45223 

Dettr' Mr. Amshof!: 

July 2, 1.979 

Our-Ing the 1979 negotiation meetings, the committees for the Company and 
the Union discussed the policy tor work on energized primary conductors by constr·uc­
tlQn crews in the overhead districts ot the Electrlc Transmis.<Jlon and Distribution 
Construntlon Department.· 

Since all bucket trucks .In the over.head districts are equlp~d with controls at 
ground level; a single IJneman can solely work from a bucket truck with the-

. assistance, on the groundJ of an employee not capable ot citimblng. Shoutd an 
emergency situaUon occur, the lineman could be removed trom the vfofnlty of the 
energized conductors. · . : 

. If work is being done by a lineman belted on a pole an~ another lineman is · • 
not immediately available7 the employee assisting at ground level -should be another 
tinem·an. Thfs employeets belt and climbers should be readily available. Jr a. · · 
supervisor wtth climbing ability fs present and belt and climbers are readily ·available, 
the employee on the ground could .be other than a Uneman. . . 

The policy, as stated above, refers only to .overhead line work being done on 
energtzed p-rfmary conductors or fn the primary area. Crews need not consist of · 
two linemen tor secondary or servfoe work, work on de-energized .conductors or 
equipment, URD ground work or work with hot sticks where the llnernan ·is outside 
the primary al'e&. 

It is thought that th.ts letter will clarify the Company_'s policy concerning 
working In primary ~reas. 

Very truly yours, . 

#-~~ 
Arthur R. Ehrnschwender 

.1 
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THE ClNCINNATI GAS & ELECTRIC COMPANY 

AATH'VIII R, EHRHSCHWEHO £A 
11:HICIJI "JCC l'•CIIDC,.1 

. Mr. lrf lchpe.1 B. Gilligan 
Business Managet' 
Local Union 1347 
International Brotherhood ot 

llectrlcal Workers, AFL-CIO 
4100 Colerain Avenue 
Cfncinn~tl, Ohio 45223 

Dear Mr, GWfgam ·· 

April 12, 1982 

.. ,. 

During the 1982 negotiaflon meetings, representatives ot the Union and the 
. Company disalJSSed the ahang.fng ·ot employees• headquarters in order to provide light 

duty assignments.. 

A• agreed durlnr these negoUatJoni, the company will not transfer barfaJnlng 
~ unit employees ot the Blectrfa Production Department between generatf~ stations In 

order to obtafn a light duty assignment. The right ot all ot,her d~ment.s to etrect 
· transfers of employees assigned to lfrht duty between headquarters ~thout Incurring 

,any addftfonal expenses was rea.ttlraied during these meetlngi.. • 
I • -I "' • 

. It fa ·anticfpated that thlJ letter wW clarify qy m.tsunderstandtng concerning 
~Jht ~~Y.. ~s~ments. . . __ __ . _ -···· . .. __ -· • . .. _ _ .. . -···-

Veey truly · yours, 

µ,. ~tfZ.,. ... .L .. "'--
Arthur R. Ehrmchwender 

11 
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THE ClNCINNATI GAS & ELECTRIC COMP.t\N:Y 
• 01NClflHATI.OHIO "48201 

MTHUA R. E'HRHSC:kWUIDCR 
s CNfO• YICII: ... ,.,aun 

., 
Mr. Michael E. Olllfran 
Business Manaeer 
Local UnJon 1341 
International Brotherhood of 

Blectrloal Workers, AFL-CJO 
4100 Colerain Avenue 
ctnc.innatJ, Ohio 45223 

Dear Mr. GUJJgan: ' ,. 

April 12, 1982 

,· 

Durlflr the 1982 negotiation meetings, representatives or the Company and the 
p-nfon disc111Sed the clas.silfed seniOl"lty dates established tor former co-op employees 
who are hired on a permanent basts. 

As a result ot. these dfaoussforw, It was agreed that co-ops hired .as lull time 
., employees on or after April 1, 1982, who had -previously perto,med work fn Job 

classifications represented by Looal Union 134'1 will not receive • classified aen.forlty 
date whioh reflects the tlm• spent in sueb • starting Job elaJUlcatJon, u they have 
In the past. The lonr estabUshed praotlce ot edjustfnr the eo11tinuout servloe date ·of 
these employees alter they ave completed tlM.lr -probationary period, however, wru 
continue to be admfnlsteed u- It has been fn the past. 

It fa thourht· that -this artang-ement will satf.sfj! the Union's concern about the 
establishment ot co--o~s seniority dates. 

Arthur R. Ehrnschwender 

I. 
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THE ClNCINNATI GAS St ELE"CTRIC COMPANY 

ARTHUR R. E:HAH$C:~WEHCIER 
•CHICA .,,~i:: ,.,.,,.,oc.n 

.Mr. Mlohael E. Gilligan 
Business Manager 
Looal Union 134'1 
International Brotherhood· ol 

Electrfaal Workers, APL-CIO 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Dear Mr. Gilligan: 
·'• 

April 12, 1982 

-CINCINHATl,OHIO '415201 

Dw-fnr ·the 1982 negotiation meetinp the com~lttees disQussed the length of · 
the rest periods allowed employees after they have· worked extended tiours due to 
Company needs. 

Prior to these negotiaticns, most departments attempted to grant a lour to ab: 
bour re.st period when possible to ef!lployees who worked such extended hours.. Due 

• to the discussion at these meetings, the Company wlll now atten,pt. to. K?&nt a sh to 
eight hour rest perlod whenever possible to employees represented by the UnJon who· 
have. wcrked .extended hours. A six hour rest _period In all probability wm be th~ 
normal rest period; however, tyhen pracUcal, ~ eigjlt hour rest period may be granted. 
TJte other provisions of the Companyts .rest period po1lcy will .be administered the same 
as they have been for many yea.rs. ·· • 

'n ·b-~nii~ipai~ that-ttdi""ciiange will alleviate the Unlon1s_ concern" abouf]u·-··· 
members receiving adequate rest alter working extended hours betore returning to 
work. · i 

l 

Very truly yours, Ii 

~/~ 
Arthur a; E.hrnschwender . ' 

.· 13 
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. THE CINCINNATI GAS & ELECTRIC COMPANY 
CINCIHN .... Tl,OHIO .-11,!SZOl 

ARTHV• R, £Nl'IH5CttWt:!,U:1£A 
•t1trO'f VICIC ~•e-s•l)C JfT 

Mr. Michael E. Gilligan 
Business Manager 
Loeal Unlon 1341 . 
International Brotherhood of 

Bleotrioal Workers, APL-CIO 
4100 Colerain Avenue 
Cincinnati; Ohio 45223 

Dear Mr. Gilllgam 

April 12, 1982 

,. 

~ ' -
During the 1982 negotiation meetJngs, representatives oC the Company and the 

Union dlSClUSse:d the sa!ety or one-man trouble etew operations in the Electric Trouble 
Dlvtsfon ot the EJ~ctric Tra..Mmissfon & Distribution ConitrucHon Departme~t. 

,. . As qreed, an employee worl(ing atone may request asslstanee. II the Company 
determines that such assistance ls required Jt · will be provided, either in the nature 
est another one-man crew or else in the form ot a replacement twO""man crew. However, 
those dutfes which can safely be performed by one Individual wPJ, continue to be 
assfp,ed to one-man crews. 

'rt ts thouibt that this· letter' adequately ilssures the Union that the Ele~ric · . 
Trouble Division employees wilt be assigned tasks which can .sately be performed by . 

• - the crew,- -whatever Jts make-up. . .. -·· 

Very truly yours, 

., ~~~ 
Arthur R. •Bbrnschwender 

14 
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·CG&E . : The Energy Service Company 

\ 

{ . .. . 

The CmclnnaCI Gas & Efeclrfc COfflflllllY 
P.O. Sor 960 tinc111na11. Ohio 4521) l,O!l60 

Mr. Mmrufel E. Gmigan 
.Business M,anager 

· Local Unfori 1347 
Internatk>nal Bl:Xltherhood of 

Elect:rloal Workers, AF:.v-CIO 
41.00 calera:in A venue 
Cindn.r,ati, Ohio 45223 

Dea;- Mr~ GitliJ;an: 

Johll P. Roos 
Maoaget. PetSOt!nef Relllbont 

Apr;:il. 4, 1991 

Durlng the 1991 negotfatfon meetings the committees of the Company and 
the Unian discussed the representat:fan af employees by personal att:arneys or 
outside agenda· dw::ing the gr.iswnce .and. ai:l:diJ:ation p:r:oc::edures • . 

' . 
As a result af these disc:ussions, the parties agreed that the union is the 

. sd1a bargabrlng .representatl.ve fbr its members and therefore no cubdde 
2:epr:esentaf:10n w:iJl ~b~ dw:ing such meetings. Tb.is in no way 
:restt:ict:s the umon 's • m have an at:b::n:::ney represent b own .interests 
during the gr.iavance and arbfb:at:ion proced~. · · 

:n: is be1ieved that by pnx::eeding in this manner the concerns expressed 
during these ml!!ef:ings ·have. been alla~. _ . 

Very truly ·yours, 

w/J,~ 
{/ John p • Rc,os . 
. ~-· 

.. 
., 

... -
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CG&E . The Energy Service Company 

lh• Chtcl11natf G;is I ilecttl~ ¢0hlpany 
P.O. Box 960 Cincmnall. Ohio •S20Ml960 

Mr. Michael E. Gilligan 
B us:in~ Manager 
Local Union 'l.3'47 
lnternat:ional Brctherhood af 

. Elsctd.ca1 Workers, AFL-CIO. 
4100 ccle.rain A venue. 
cincinnati, Ohio 45223 

Dea:r Mr• Gilligan: 

Aprll 4, 1991 

John P, 11001 
Mariager. PetSonnel Aefalions 

• During the 1991 negotiation :meetings, the C0tn.1aittees af the. company and . the Unk>n cUscussed the Union 1s o:mc:.erns regardmg supervisory employees Who 
.retw:n to the bargaining un:n: after _ being away from their former line 
·of progression. 

As stated during· these meetings, when a su~ l:'e.tlttns ,to the 
bargaining un:fi:, the co:mpany evalu~ tp.e employee's a.b:ilJty to pe.rforl:ll all 
aspects c:i; the j:)b to which he/she is retu:rned.. rn era.er to alleviate the 
c:i::,nc.ern expressed dU?:3.ng negotiations, the company assured the Union that it 
tdll. espedaU.y 'insure that individuals, who return to their farmer· j:)b from 
another line· of werk, are capable of safely and satjs:factorll.y perfona:ing · the 
duties of their bargairung unit job classiffqat:!on. · · 

· By proceeding in th:ls manner, Jt 1s thought that the Urrlon's concern in 
this matt.er will be allav:iated. --

Very truly yours, 

()4-_i;JL 
.;:::7 John P. R.oc::iS 
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LG&E • The·Energy Servi98 Company 

The Clrn:illnatl Oas & Electric Company 
P.O. Soir960 • CfndMaf/, Ohio 4$201-0960 

Mr. Jeff~y_M. Conner 
Business 'Manager 
Local Unibn 1347 
International Brotherhood of 

Electrica1·workers, AFL-CIO 
4100 Colerain Avenue 

·· Cincinnati, OH 45223 

Dear Mr. conner: 

April 26. 1994 

Attachment RHM-4(d) 
Page 76 of177 

/ 

During the 1994 negotiation meetings, the committees for the 
Company and the Union discussed the r.est periods being granted by 
supervision to employees who work extended hours in the Electric 
Trouble Division of the Electric Systems.Operations Departmen~.-

.t>ur!ng the disoussions,. it was cl.ear that the current 
administration of rest periods during storm.duty is satisfactory to 
the. p~rties. H~wever, the Union expressed a concern about non­
storm duty work where employees. work long hours for more than a one 
day period. 

As discussed, as presentl,y administered', the department will 
continue to attempt to provide eight (8) hour rest per±ods to 
personnel who w~rk non-storm duty for sixteen (16) consecutive 

. hour-s. As further agreed during the discussions, whenever Eleot.r:io 
!l'rouble Di vision pe~sonnel are z.:equired by the company to work 
between twelve (12) and sixteen (16) consecutive bou~s for two or 
more days in a row, every e.ttort will be made to grant an eight (8) 
-hour res~ period 1:o such employees •. 

The above agreement si:iould alleviate the concerns expressed by 
the union during these negotiations. • 

vf1J::W~~ 
Edward R. Schuette 
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CG&E • The Energy Service Company 

i .. 

The Cincinnati Ga$ & Electric: Company 
P.O. eox 960 , Cincint'lali. Ohro ,15201-0960 

Mr. Jeffrey M: Conner 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AF~-CIO 
4100 Colerain.Avenue 
Cincinnati, OH 45223 

Dear Mr. Conner:-

April 26 J t 994 

Attachment RHM-4(d) 
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. . During the 1994 negotiation meetings, the committees for the 
company and·. the ·union· d"i:s·cU!rsed · the implementation o·t alternate1 

work hours in the · Electric Transmission and Distribution1 

Construction Department (E'l'&Oc). 1 

As discussed, l.n order to meet customer heeds and work 
requir-ement~, a 4 day 10 ho~ work schedule will be Made ava±lab1e· 
on a volunta+Y basis i~ th• ove~head, Underground and Brecon Heavy 
Equipment Districts of E'l',nc. . . . . 

Begipning -.:rune ··6;. 199·4, · at 1ocations where sufficient 
volunteers are obtained, the company will institute Monday througn 
'I'hursday and Tuesday through Friday 10 hour schedules. These 

· schedules will he in effect until Monday,· /\pril 3 1 1995. Effective 
that date, the TUesday through Friday 10 hour work s.oh.e.dule. wi 11 be cnanged to Wednesday through Saturday •. It was fu.rthe~ agreed that 
once the Wednesday through Saturday 10 hour schedule is 
implemented, the. department will use a twenty-eight (28) <lay 
rotation .among the employees working the ten hour shifts which 
would enable those e:mp).oye_es i;o work both of the 4 day 10 hour work 
schedules. If there are not enough volunteers to imple.l!tent the 
Monday through Saturday schedules, supervision will evaluate the 
nee(J for a Monday through Fi:iday 4 day 10 hour· schedule. If 
supervision determines that such a schedule is not needed, 
employees will revert to ~ Monday through Friday .8 hour s.chedule. 
. . 

It was also agreed that for the tern of the 1994-1.997 
A9reement, the company will limit the nulliber of employees working 
such a schedule. In th~ overhead Division, a maximum of two (2) 
small orews at each district will work the two 4 day 10 hour work 
schedules. A maximum of ten (10) employees of the Underground 
Division vill work· two 4 day 10 hour schedules. In ~be· Brecon 
Heavy Equipment District, t~ere will be .a maximum of stx (S) 
employees working two 4 day 10 hour work schedules •. The 
availability of ·the ten hour shifts will be posted in each overhead 
Oi~~rict and the Underground and Heavy Equipment ~ivision. If a 
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suf'ficient: number of volunteers are not obtained at the•oistrict; 
the . ten (10) hour schedules will not be b1plemented in that 
location.· If an excessive number of vpluntears are obtained from 
a particular District, the company will discuss with th~ Onion the 
possibility of adding additional crews to the ten hour schedule at 
that location. 

If the 4 day-10 hour sobedules are still in effect, the 
parties ·will meet on April l,· 1996,. to discuss .the 4 day 10 hour 
schedules. A small committee from both ·parties1 w.hipb. yill include 
the I:nternational Represent~tive • apc;l_ . ~~ comp~-~Y's Chief 
Negotiations Spokesperson, ·will maet. At that time, ·the 4 day~10 
hour schedule will be discontinued unless the Company attd the ,Union 
111utually agree to continue that schedule ..... ; · · · 

Furthermore, it was agreed that for the te:t'lll of the 1994-1997 
Agreoent, the 10 hour scheduled Saturday overhead crews will not 
work in· another distriot area performing scheduled· work unless tha.t 
district was working overtime. The administration of the 4 day 10 
hour work schedules wi~l be in acoordan-oe w;ith -~~ .. at(:aobed fact 
sheet. !'11~ company reserves .the right to discontinue the 4 day 10 
hour schedule. 

It is thought that this letter adequately· des~ribes t:he 
discussion oo~cerning this matter. 

·v~ry trulr. ·~'.;~'o/il .· •, · . w~-
~a 'R. Schuette .. 

.. '" .. 

t 
I 

1' ,I 
" 
l 
t 

'i 
! 

:; 
•1 
'; 

;, 
ll r : 

i- . 
! 

• • I 
i' 

I 

i I 

Ii 
I 
I. 

I 

' 



1. 

I 

'-

{ 
\ ... 

2. 
•.,. ~• • • I 

4. 

~-10 HOUR DAY FACf SHEET 
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on· DAYS - Employees will have three cons<foutiv.e off da.ys. 
Time an~ one-half will be paid for all overtime hours worked 
on an employee'~ first and third scheduled off day. Double 
time will be paid for all overti~e hours worked on the second 
off d~y. Employees' of.f-days may, of necessity, not be 
consecutive when changing fro~/to a ten (10) hour day 
schedule • 

. VACATIONS - one day vacations ar!! for ten hours.. . Weekly 
vacations. are for AO liours.·.should an employee return to an 
8 hour w9;--~ . ~9.heq~la w.l tb vacation remaining that is not a 
mult-d.ple. ot a,· he/she shall be· entitled to all· · earned 
vacation.· (i.e., if an employee returns to an 8 hour schedule 
with 10 hours of. vacation remaining he has one day and two 
hours vacation left and will be permitted to take that time 
oef wi~h pay or be compensated for the additional two hours.) 

PERSONAL DAYS ..... All personal days x,ff will be 10 hour P.aid of£ 
· days while working .a 4 .day 10 hour sclieduui; ··If the employee 
returns to an a hour sohe.tlule, whatever personal days remain 
will be in a hour increments • 

. sz:or PAY - As with all these premium payments, sick pay is 
paid on an hourly basis. 'l'herefore, all absences Wher• siok 
pay~ qi-anted tha appropriate hours paid will-be d~ucted 
from ·the sick pay·allowanoe. The waiting period will. a1~o be 
on an hourly basis. Therefore, em~loyees with a 3 day wa~t 
before compensation will begin receiving s!ck·pay after 24 
consecutive work hours o·f absence. A person working 4-10 hour 
days therefore wi~l begin receiving co~pensation on the third 
donseeutive day off sick after the first 4 hours (6 hours 
P.aid). . . . 

L:•J. .. 
5!~l . .:, ,KOI.IDAYB - Employees scheduled to work holidays but ·ar~ off 

,•1.t• will receive 10 hours Qt straight time holiday pay. Employees 
;f u /whos~ regu_lal'7. schedule does not; include .. the paid holiday will 

receive 8 hours of straight time holiday pay. All-holiday 
premiums apply. BY way of illustration, below is listed how 
employe~s would be compensated for the Thanksgiving µolidays. . ··~ ... , "' 

Employees scheduled 
. required to work:. 

Monday . through Thursday and are not 

t1on. Tues_. Wed. Thurs. Fri. 
10 10 10 lOH aa~. 

Employees scheduled 'l'uesday through Friday and are not 
required to work: 

. Moh •. TUes. Wed. Thurs. Fri. 
00 10 10 lOH lOH 



Attachment RHM-4(d) 

VOL1'.THTARY OPP - All time voluntarily off will be coded as 
such. · 

MEAL A.LLOffANCB - An·empioyee working •-10 hour days will be 
required to work 1 hour in excess of his /her scheduled 
straight time work-.da.y before being entitled to the first meal 
allowance. All other provisions of the meal allowance will 
apply. . . 

,. 
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ET &DC PROPOSED 10 HOUR WORK SCHEDUL 

A. Overhead Divjsi2n 

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

2. Tuesday thru Friday (/:0<j a.m. - 5:30 p.m.) 
{June 6, 1994 thru April 2, 1995) 
Wednesday thru Saturday (7:00 a.rn. ~ 5:30 p.m.) 
(Starting April 3, 1995) . 
24 Employees (Elght 3 person crews • 1 crew at each district) 

3. Mond~y thru Friday {8!00 a.m. • 4:30 p.m.) 
All remaining employees at all districts (190 personnel) 

B. IJndereround Division _(Dana Avenue) . . . . . 
1. ~onday thru Thursday (7:00 a.m. - 5:30 p.m.) 

5-Employees . 
2. Tuesday thru friday (7:00 a.m. - S:30 p.m.) 

(June 61 1994 thru April 2, 1995) 
Wednesday thru Saturday (7:00 a.m. - 5:30 p.m~) 
{Starling April 3, 1995) 
S Employee., 

3. Monday thru Friday (8:00 a.m. • 4:30 p.m.) 
64Emplo_y~. 

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

C. Br~n 'Heavy Equipment & Repair District 

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

2. Tuesday thru Friday (7:00 a.m. -5:30 p.m.) 
· (June 6, 1994 th.EU April 2, 199.5) 
Wednesday thru Saturday (7:00 a.m. - 5:30 p.m.) 
(St.arting April 3, 1995) 
3 Employees 

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

D. AH other ET&DC work groups would remain on current schedules. 

Attachment RHM-4(d) 
Page 81 of 177 

t 

; j 

! 



ADuke 
rlEnergy~ 

June 15, 2009 

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

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

Re: Union Recognition and Representation 

Dear Mr. Feldhaus: 

Attachment RHM-4(d) 
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JIM O'CONNOR 
Wee President 
Laber Refations 

Duke Energy Corporation 
EA506 I 139 East Fourth St. 
ClncinnaO, OH 45202 

513-419•5743 
5 l 3-403-414 7 ce/f 
513-419-5313 fax 
fim.o'connor@duke-energy.com 

Reference Is made to our 2009 discussions concerning employment security and work flexibility. 
During these discussions the parties discussed the issue of Union Recogn!tlon In a changing 
business eiwironment to meet future competitiveness in our industry. 

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

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

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

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

Very truly yours, 

/40~ 
Jim O'Connor 
VP, Employee & Labor Rela_tions 
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Octobe1· 11, 1996. 

Mr. Francis B. Kelly 
Business Manager 
L>cal Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cinci}lnati, Ohio 45223 

Dear Mr. Kelly, 

CiMr;yCorp. 
139 East Fourth Street 
P.O. Rox960 
Oncinnati, OH 4S20J-091'!0 

CINERGY. 

Reference is made to our 1996 discussions concerning work flexibility .and 
employment security. Durinf these discu53ions the parties discussed flexibility in work 
scheduliag. 

As agreed. tJie Company 1·eserves the right to temporarily change the schedule of 
.any employee upon notice t.o the employee of not less than forty-eight (48) hours. However, 
th.is forty-eight hour notice wilt not be- implemented until Jauuaey L 1998. During_ this 
period 0£ time, a joint UnioJJIManagemea.t commitf$ will be formed to discuss·wa:,s to 
decrease the number of shift changes that occur in the Power Operations Department:. 

In addition, Lt was agreed that all day shift workers will be requi:red to work 
· schedules of any hours between 6:00 a.m. a:nd 6:80 p.m.. AU afternoon shift wo.rkers will be 
required to work schedules of any hou.rs between 2:00 p.m. and 2:00 a.m. .All evening shift 
workers will be required to work schedules of any hours between 10:00 p.m. and 10:00 a.m . 
.k:J,y chmge in the eta.rt and quit times 0£ a schedule constitutes. a change in .schedme and 
requires the app.topdate advance notice, \Vhich effective Janu.ai:y lk 1998 ~ be 48 hours. 

-
Additionall,y, any other work schedule not covered by the .Agreement that can -be 

mutually agreed to by supervision and the Union can be implemented. as long as 60¾ of 
the work group for which such schedule is to be implemented, agrees with that scliedule. 
The Company will noti(y the Union, in writing-, of such schedule changes to provide 
reasonable time to review before implementation. 

! ....... 

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

{ 
'·· . 

Vezy trul,y yours. 

Jl.zJ. t.J,t1Ja;. ,A.-

Kenneth E. Williams 
.Manager 
Employee Rela~ons · 

23 
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, ·: September 2, 1998 

Mr. Pranci~ B. Kelly 
Business· Manager; · 

· LocaLUnioi,:J347 · 
. lntemaflona4.,arotherhood ~f 
· Elecirtca( Worl<:ers, AFL-010. 
4100 Colerain-Avenue 
Cinqinnati, Ohio 45223 

Dear Mr. Kelly, 

Oslugy Corp. 
ll9 East Fourth Street 
P.O.l!ox960 
Clndnaa.tf, Off -f.5201--0S'.60 

CINERGY. 
CG&E 

As you are aware, a new job evaluatlo1r system·, the BOGAR Joo Evaluation 
System is being implem~ted for all Job cla~sificatiobs r~prel3ente~ by t~e •l·BEW~ l:.qcal 
134·7. fUU an<i the USWA. Locals #12049 and #5641-;()6; The. new systi;:tni was 
designed by lhe ERT Sub-=Committee II {Joint l:)nion/Manag~rn(!nt Teatn)· and ~P.proved .. 
for ·1mpfeme.ntatfe('i by the ERT at its. June ·29,. 1998. meeting~ The BOS:.Af( Jdb 
Evaluation S~fem completety'yep(aces: the ~clnfyre system. . . · 

. ' . ,. . . .. .. . , 
Top .Motnt,,fe evaluaffoR break. pt>fn1s for eacv grade rev.er !,av~ been 

· m~themati9ally. ~nv~~r:t~ct:tcQ new. break points tipder th& ~(?~R ~y~f~ro.: llie~fo~ It ts· · 
lJGt necessary for Job QfassltiGations to be · reevaluated at jhls tlrrie:. QnJy ilew Job· · 
i;h.!ssificatfons Qr f'8vise<i. ~ ofasslficaH?ns ~th s1qniflca.,f. 'chit~~ .,toee .. fh\'fr last 
evaluation wilf be evaluated using 1he ·new system. Job ofl:{ssiffcatfO('\s wiU retain their 
CUf"!'erit. wage rates/grade• ~evets,: ~~ W~I be ;subject fo c~anQ~ If they are ravlsec! .. a~~ 
reevaluated as was the practice IIJ the past . . . 

Under the current .agreement. a company job evaluation . committee is 
responsible for evaluating all hew or revised job· classnicatfons. (Aiiicltl v,·· $eotlon 
2q(k}). A ke.y component :gf the new job evafµaHon system Js. the estabffsij,nent of a 
new Joint Union/!fanagerge~ job .evatua{iep. ~mmittee .. The· commlltee Vifil consJst of 
two management tepresentative& from each busrness unit. two tepresef.ltatlves ftom the 
IUP, IBEW and each USWA !ocal and two rep~entatfves ,from ·the Corporate c,nter. 
Accordingly, there will be 18 t~ members. wifh a maximum of 10 ac!ive -during an 
eValuatioo. Operating guidelines for the ccmm~-are as:to11ows: 

• U~ns ~11. aP,pofnt their representatives ana they . wilt only 
parffclP.ate fn the evaluation of Job cla~ffications repres~nted by 
~•Union. . . 

: . 
• Unaffected · union represehtat;ves may be present, but will not 

partfcipate at this time. · _ 

•. 
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. . 
• No more than two of the four USWA represenfatives will participate 

in the evaluation of USWA job ciassi~cations. 

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

• Consensus should be reached on each factor during the 
evaluation; absent conser:isus. majority rules. 

~;.--:. ~-. ·/ . ' . .. •'"··-·~~ -~- .... -- - ...... -, 

• The ·participating Business Unit must have at feast one 
representative available duqng the ~yaluatfQn pr.ocess •. 

• All job evaluath;m members should be infonned it is a lo('lg term 
commitment. · 

• A,guorum to have a m~t,[tg l~.~~(Dem~r~-~- : 

A job eyalu€!tlon coordinator: from t~e··t-14n:ian Resources Department-will arso 
facilitate in •ffie eva1ua:t,ion process and .wilLn.oi b.e a. v9tfn9 rijember. The EF{F Su6-· · 
Committee H atso ~sJabllshed the, pr~vaiuitti<m· pro~s$~ presentation gufdeffnss. post 
evaluation process; .training. Jl.. credjtabffity .cheC?f< and ·empJoyee f?'<>mmunlcation ~m.d 
these will be implemented as presented to the ERT at the June-29 meeting. · .r 

.. ' ;o • • It ·.. • • • • 

... . . . .. . . . \ ... . . . . . 
Thls_lettsr and ~ccorchno9ffie~ the terms·ofttre 199S:2001 -contract with respect 

t6 .the. joq evaluation system and ~ is beUev~ thaf thts· rettar accu.ratefy de.scribe~· the 
agreemeht the Company and Urilon h~ve•re:ached.. . 

. Sincere~. 

~·~-hl~ 
Ken~th E. Willfams 
Manager 

.. ~n,plctY,ee ~etatlohs ~nd Safety 

\ 
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December 16, 2002 · · 

Mr. Steve Feldhaus 
Butiness Manager 
Local Union 1347 
lntematlonal Brotherhood of 
. Electrfcal Workers1 AFL-CIO 
4100·Coferaln Avent1e 
Clnclnnatf, Ohio 452?3 

Dear Mr. Feldhaus: 
. . 

Clntrgy Ca<p. 
139 East Fourth Street · 
P.O. Sox 960 
OnclnnatJ, OH. 45ZOt-Qg60 

.. CINERGY. 
~&E 

Reference {s made ·to OU~ meeting on Weqnesday, Deoomber 4, 2002, to. discuss the . 
factorwefghts.used In the BOGAR Job Eval'-tation System. 

· As agreed, the following weights wfll be used·for_the Job. evaluation ofjob ~lassltloattons 
repre~ented by the !BEW. ~ocal ~347: · 

.. .: ........... K110.INl~dge - 32 . ":· v•····· _ .•••. -- .• : . . .. 
.Responsfbllfty'-24: ~;;•,:·;. 
Customer Contact- 7 
Decision Making - 26 · . 
PhysloaUadverse CohHlfldns' ·.:... ,tf • •• · .' :, 
·Hazards ...: a · · · · 

As discussed the totar point v~lues for Job classifications ~p:esented by the Union that . 
have beep eyaluated· ~nder· the BOGAR Job. evaluation Sjstem wllf · be adjusted 
accordingly. This vlill r&sult fn the senror Control Systems Technician moving to a 
grade level 26 from a 25 and th~ Senior Meter Tester moving to. a g'rade Jevt}I 23 from a· 
22. All other job classlficaffQns evaluated under the BOGAR system will remain at their 
previou~y co.mmuntca{ed grade levels. 

.. ·-·; 

-:.:.··~· l.::.f:...YQ::::.~=:.:~::::..:Q==CU:;:.:.~::::1 =re=-=~=r=n-=~::.::~;:;;;!9!;;:;.n'.":;.::;Etd=·-=E!!l=-d=· d=a=~;;;;;.-...;:~.;;;..-.:.-:PY.._9 __ f ... .tb; .... 1~ .... J __ E!tt ___ e_=t=W--.Q1=lY.=.fJ=..fji""-tQ.=~·=···=-·=-"--"'··-=----··=··=· =·=·----...... =-=·· _ --~-- . 

. I 
I 
! 

ckGibson .. 
'· : · · Sr. labor:Relaflons Consultant 

.Slgna~~~<. Da~ -'JZ: 
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February 9, 2000 

Mr. Francis B. Kelty 
Business "'1anagar 
Local Union 1347 
International Brotherhood of .. 
El~ctrical Wotkers AFL-CIO 

4100 COierain Avenue 
Cfncfnn·att, Ohio 45223 

Dear Mr. Kelly; 

Cinergy Carp. 
139 East Fourth Street 
P.O. Box960 
Clnd.nn&tf, OH' 45201.()960 

CINERGY. 
CG&E 

During the ·1999 - 2000 discussions ooncemfng deregulation and 
employee protections, -representatives of _the Company and the Unton discussed 
th~ ope~Uon of the new Madison generating faomty. 

A n~egufated _subsidi~ of Oinergy Capital & Tra~ing, (no. {CC&T), has 
a contra et with the owner of that facility to,Qperate that plant CC& T's subsidiary 
-will can upon the Company to supply the employees to opera~e .this plant. When 
the Company provides those employees, qualified bargaining unit ertipfoyees will 
perform . the :necessary · tasks. It Is antJoipateq that employees from the 
Woodsdale Station wlll perfonn those tasks when necessary. However, 
drcumstances could tequfre :tiiat bargalriing unit employees from other stations 

' also be sent on occaslofi. Jt must be. understood, however, that this agreement 
In no.way restricts 1he Company's rights contained in Article Vt Section 19 of the 
AQ~rnent .. .. . . T. • 

The above aocurately describes the agreement between the ·parties In this 
matter. 

·i • ~~-~lyy:~ 
Dary1 J, Teed 
General Manager 
1:9>.ployee' Retations, Safety and 

· Disablltty Programs 

30 
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ADuke 
,11'Energy. 

June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
LocaJ Union 1347 
Jnternatlonal Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Vacation of Rehired Employees 

Dear Mr. Feldhaus: 

Attachment RHM-4(d) 
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JIM O'CONNOR 
Vfce President 
Labor RelaUons 

Duke EneffY Corporation 
EA506 / 139 East Fourth St. 
Cincinnati. OH 45202 

513-429•5143 
513-403-4147 cell 
513-419-5313 fax 
J1m.o'l:onnor@duke-energy.com 

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

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

However, rehired employeeSJ and employees transferring into the bargaining unit, wm 
have the previous time spent working in non-1a47 IBEW jobs deducted from thefr total 
system service for vacation selection purposes under Article IV, Section 1(e). 

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

Very truly yours, 

/40~ 
Jim O'Connor . 
VP, Employee & Labor Relations 

32 
www.dvke-energy.com 
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Cinergy Corp. • 
139 Bast Fourth Sfteet . 
P.O. Bex 960 . 

.• . . _ ~~Y. 14. 2003 
Cbtdnaau, OH 4S201-0960 . 

... ·- . ... ... ... . .. '"'".. .... ... . . .. . 

· Mr. Steve Feldhaus 
au·siness Manager 
Local Union -1347 
International Broflierhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue· 
Citlcfnriat~. 9hlo 45223 

. 
Re: Disconnect Non-pay, Successf on 

And Special M~ter Reads Agreement 

·Dear Mr: Feldhaus~ 

CINERGY. 
CG&E 

......... • .. 

. -
This letter doouments our dtscussions and agreements related. to tllsconnect non-pay 
·(DNP) field credit activity and successfor'l and speclal meter reading_ work. . 
in ·August 2002, fhe Company met witft the leadership of _eaq1.0f the .CG&E affiliated 
local unions to discuss lhe need ta s!gnfflcanffy Increase th~ number of completed 
ONpts a.nd to compl~ all success~on/specfal·~reads at a comp~tttfv~ ~st. As a 
-result of Chose dfscussfons, · a team was formed, Which lnWuded the··feadembfp frbm 
. e.ach· union ~nd. manage_rtj~ ~r._ep.r~~n~tk~!l .... m evaluate the · bustne~ OQse lpr 
fmpleinenttng necessary flexfblllties and cost control measures to perfonn·th.e fdentffied 
work at a competitive cost. The team w~s cha~ed with reachfng ~ consensus .on a pfan 

· · to aeftfeVe the· desired results. . . '· . . · . 

It. was recogntzect that residua) tinfon Jttrlsdlctfonal Issues around the DNP work and the 
. succession and special meter reading work had r~ufted tt1 restrictive work practices 
across the multlpte unions connected with these Job:funotlons. Smee· August ~f 200"2, 
the Joint union and management team has worked together -on a re(Ji.lfar ·basis·. to 
achieve ·oompromlse for 1he fmplsmentatton of fhe fQUowing com~ttive altematlves to 

. outsourdng tfiese ·Job functions. Pending: agreemehf with. the ·tesdershlp -of. the. four 
· toQSI- unions. Jmolved In the dfscussfons, the Company will ·1mptement ·~e cnan9.es 
-defcribed-~w. .. 
The C()ll)panywiHfonn a new centrally managed:workgroup;forfhe.speciffc purpose of ·· 
performing the DNP. fierdwork. The Company WII inftlallystaff th& n~ work group· iWth 
10 exfstirJg employees represented by the tJ\:iUA currenfly pert'onntng DNf:> work. 

.Addltlonatly, :Jhe -Meter .Repaker pb .cfassiffcatfon •was modified '(see aftached Job 
description) and wUJ be staffed lnftially by 8·empl9yedl rap'resenfed by tlietlnfon. · A 
newly created entry.level Job classifacaflon slmlar'fn skffl tQ Meter Rep•irer wJI also be 
Qreated' ~f~ the USWA ·bargaining unit, v.tlf9h the Company also Intends to lnftlaRy · 
sta~ .with-· 8 lndMduafs. For Un1on ··representation PlfFP.OSes; ff any of the · 
afon,mentioned empJGyees, fnoludlng· those represented by the-· UWUA, vacate their 
position and the Company decides to backfill th~ posltlon(s), It wlR be fflled as a Meter . . 

35 



Attachment RHM-4(d) 
Page 90 of 177 

B.etpairer or as an .~otry !eve! DNP worker represented by the USWA, in an attempt .to 
maintain relative equality. 

The revised Meter Repairer Job classification wm have a specially negotiated maximum 
wage rate of $19.00 per hour. which wm not be subject to negotiated fn~ases. The· 
Company wilt Initially establish tlie minimum/hiring wage rate for that Job at $12.00 per· 
hour.- but reserves its unilateraf righf to reVise the minimum/hiring rate at any time. 
Employees in the Meter .Repairer Job classification will be eligible for $0.50 merit 
increa·se_s every sfx months, up to the maxfmum rate of the Job. ..... -···· -···-·· • 

. '. -· . ~ . ... . ,. 

In addition to other lower skilled work, employees in both the revised Meter Repafrer job 
classification and the. U~WA afffifated DNP Jqb c~assificatfon, wlll b'e responsible for 
reading and carrying out-afl ONP field credftworJc associated with residential gas meters 
and all types of sfngle phase. serf contained demand and non-demand electric meters. 
'lhose- employees -will also be exp~cted to reconnect elecirlo servloes·'On i.hose··meters 
In a Hmited capacity. What Is intended for the reoonnetj actMties of these employees_ In 
this work group. is the abll'ty to immediately restore electriQ service to custome·rs they 
have just disconnectecf<"for non~payment, if the customer reconcDes therr disoannect 
status with the Company whDe .that DNP worker is still essentially at thaf focatfori. All 
pther reconnect work would conti']_ue to be performed liy employees In the 09mbfnation 
work fo~ In S.el"jice Delivery. 

~ .. ' ,. .. 
The. CQmpf,lny .aQi-e~. to. grandfat]ler the two employee$. fn 'the Meter Repa~r Job 
cl~s$fficatlon ·as .. Qf the dafe of this 'letter. in lhe original Meter Repairer. wag~ rttnge In 
~~ffe.9i priQr to -this agreement. All pres.ent arid future employees .. fn th~ Meter Repairer 
Job witl have bidding rights.in 1:1ccordance with the Agreement •. · 

The Union was· assured that th& DNP fieldwork affiliated with aon-rasfderitial. single 
phase, self contained demand and. non-demand. e!~c;h1o meterlflQ servic~s _by 
employees in this work group Is not inten_decl to be a routine_ work activtty. Rather, it is 
manag~ment's lnt~ntfon to resefVS the right to assfgn work on those tyfje of ;accounts to 
this work. group on an exception or as needed basist such. as whEJn temperature 
conditions or other Influences· temporanly prev.ant the Company from performing other 
DNP work and for .Qther unanticipated sfgnifieant ev~nts that may prevent the higher 
skiffed work force. from pe,:fom,Jng that work. . The Union was also assured that 
empf oyees in the· M.eter .Repairer job 'Classification woulf;l .recefye • adequate: training to 
safely perform the DNP duties. The Company agreed to meet with the Union.during the 
4ll quarter of 2004 to discuss any safety fssues related to IBEW represented employees 
ent~rlng slijgle--~mflY. ~sid~nces. With keys., The Company would be wDUng to meet 
prf~ tQ .fllat time, Jf· warranted and reque$(i by the Unl9n. · · 

Man~nfs_ -~~clston to assign. th.ls ONP work in-house as described above Is 
.contingent 9n tha1Jnlo_n's.und91Jtanding.fhat: . . . · . . . 

• The ·Compaf!Y reserves its right to send -any quafriied employee with ·an 
·.etectoc Trouble Person for disconnecting a customer's ·eteclrlc services at 
th(3 pole if collectlon efforts are made.at the. premises during 1tiat visit. 
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. . 
• Empf<?Yf!)~S represented by t~e UWl!A '?11~ continue the DNP work. a~. ~oq~ 

curr~nHy, working ONP orders for combination gas and electric (!r gas only 
accounts lnltlally and working electric only DNP orders, as in the past. 
after two unexecutecj orders. . 

• The Union understands that UWUA qualified employees wnr continue to 
attempt colleQtion of fiefd payments on three p~ase and tra~sformer type 
ONP accounts. No manu~l labor will b~ perfonved. . . . . 

• It is unaerstoqd that succession and special meter reading duties will be 
performed primarily, but not excJuslvefy, by employees repres.ented by the 
UWUA~ . .. . . . .. . ., . .. .·.) .. . .. . .. 

This agreement is made between the parties without prejudice to the position of either 
• party regarding the jurfsdtctiqn, assignment and contr'3cting of work. Hpwever, the 

Union agrees that no grievances will be fifed or·pursued relating to the asslgFJment of 
.. ·work as described above, for the duration of thfs agreement.• To the extent that the 

Campany has retained Its rights with regatd to making future changes to this, or any. 
other work processes In the future, ihe Union retains its righ(io g(ie"ta in the ·event that 
management Implements changes to the above--descriQed terms for achfeyfng the DNP. 
succession and specfal meter reading work. · In thfs context, however, It ls also 
understood that -slight modiflcaffons to thfs overall bustness pla~ may be made, as long 
a~ f!le pfan•s qasfo deslgn remains fn effect · 

The ·team .of management and unfon leaders ls ~mm~m:fe-q ·for their commitment to • 
meeting.the present day business needs fn a oompetfflve manner: lt'f~ expected that all 
_partfes ~n Qenef~ by thrs plan for .@.Chl~vlng !hfs wo~ wttfl W.lllPflllY ~mpJoy~~s.. Please 
sign where indfc·ated below to lndfcate the l:Jnlon•s agreemet?t to the clbove terms. 

For the Company: 

·~ 
;;aaknoid 

V.P., Customer 
Contact Services 

Cc: . J. O'Connet 
J.PoUey 

~~ teFfuius Date 
Business Manager 
Local 1347, IBEW 
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(BLBCTlUC DISTRIBUTIOJ! ENGINEERING 
DEMRTMBM'.fl 

•. '67057 

l 

r 
Under general directive mp~ion. performs delivery functio~ handles customer credit problems for the service 
area by personal contact at the CW1lomer1s ·residence. Entez:s and retrieves data using • computetj handles all customer r1_· 

credit problertis in a wann, ftiendty, co11SCimitious. ~ctful and firm nwmcr·to promote the highest possible degree-_ of 
. ~MO? and C:Ompany. satisfaction. · . . . '. ' . ' .. - - . ' 

. Oc:casion:dly in UDSanituy or hazal'dous locations performs such duties as: 

J 

l. Perfopµiog routine work assignments in accordanc~ with departmental inslructions, procedures and 
~ in a manner, which'proporlysafcguards tho pub~c, employed, and property of o1hers and the 
Conipany. . .. ••,- .. ... .,,.. . .: ' .. ..-. . . . ~ ·- .. . .. ,. . .:: ~ 

2. Discoonectmg and recemiecting for11011-pay ordcrr all types of siugle pba.sc, 1clf-<:0utaincd demand and 
®n-demand eleclrio motexa. · · · · . ,. .. 

4. .Accurately reading gas and electric meters. 

5. ~ pa;ymcnts such as dcposm, recolllledion chatget;, ou~ bills and field coonection charges 
on tJi:e tr,sidentlal ~• prca.it,e. Aceouoting for·such pay.mcnt,, v~ bank deposit slips a.tid 
pro'1dfu&.custnmti:~u.~ • • . . ~ 

6. Being"mpoiwlilc for'ihcf lisiDg cusroiner bYJ 6t1 all ~ of icsidcnti.at ·disconnect noit~y orqe~ 
idciuding cnfc!WS alhingfo fann1yresidences afone.. · · · . 

7. Loeating, cleaning, raising, lowering. replicmg lid, or other parts of curb boa:; verifying service atop--cock 
for accessibility. · 

, . 

8. Ddving dcllve;y ttuck lqad,ed wilJi equipment, tools a:n.d material.a to and from job locations and various 
bcadquartms. . . . ' . . . 

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

10. Kecpmg an accura~ re,cord of equip.tnent delivered to the various beadq_uarlcrs a¢ rq:,lcni.shing the stock of 
:varfOUI ~ of meteit and metmtJi cquipmcttt as tequired, retutmng equjpmont to shop; tmng inventories 
Of matedals Oil truck , 

Under close supervision, r~ rwtk phase, relf-()()ntai:ncd watthlmr .. mi:tm; perfbnns ~~· work invoived m 
mafntenanco of laboratory eq~ loads and unloads trucb. 

l 1. llepliring, dielectric testing, deaning or repbtclng parts of single phase, setf'-containcd watthour JDeCel's 
fbund det'ective or ·dirty; removing demand~ fi:om 8°' types ofwalthour metm. 

12. Repairing and painting J:Deferho~ i:ovet', trum,.panc:ts and ofhcr mctedog aeces:sorier; reptacing 
broma_g!ast fmms. Cieanmg gt.au coven and rings. 

1.3. Assembling, wiring, or repaidDg tempomy meter boards tQd standud mmrina panels ht acc.ordance with 
,tandacd dmwi,lgs. . 

r 
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(REVISED· May 14, 2003) 
IBLBCT,RIC DISTRIBUTION BNGlNBfflUNG 
DB,P:AltTMBNT) 

610S8 

O,ASSlFICATION: 

A. 

-;~ 

DUTlES: (Cont'd) 

14. ·. ltepairing and auembling teat bloeb, enclosures, trims, meter sockets, and similar metering accessories. 

l.S. Pacldng and uopacking.ineoming ~d ou~going meters and ~terlng equipment and ~a!Jy inspecting tot 
damage and defects. ltecotding meter serial tiwntiers and nameplate data either manually or with bar code 
reading system. Applying identification labels to the appropriate meters. · · 

16. Assisting In the ~ m of meters and metering equipment. returned from sorvico, including fhc 
recording ot!he fim1 readings aud the nameplate daa. . 

17. ~dug with llClV met.a teats 'fn"thc ahop by tiUmg in meter history cards with meter ·number, ~. size. 
die of test, and test r=ults. · 

· 1a. Ow!cfcmg rcgi.ttcrs against standard devices to determine that fhc rogister ratio is OOirCCt. 

19. Preparing equipment and conductor, for insl3liatif?U'and connectioll by drilling required holes ml knock-out 
conduit opemu,p .in meter enclosurm, stripping insulation from cods of conductou, drilliag am forming bus 

· bar secttoos and aimi1ar opem.iows. 

20. Cutting, du:eading, and bt1Ddiug eondaj.t, as required. 

.11. AssJslingmall twes oflabontorytcsCsand.~ofequJpment 

22. CJeaning safety equipment and devices by aou:mg, scrubbing, and bIUShing with solutions of water an.4 
dotorgenta. . . . . 

·23. Tminiag new employ~ in Ima job classification .in die work and 011 standard ptaetices and pro~µres,.as 
assigned..- . 

24. IC.ccping an accurate and!cgible written reccnd ofworlcperfonncd as~ 
. . 

25. Ptt:formmg wolt.bf a higher c~ificadon on a temponi:y basis or when preparing for advancement. 

. 26. Performing other .sirilar or Jeu slcilled work as assigned. 

B. P!!AlfflCAJJONS: 

Mus$ meet fflc'Companys rcqui.mnents ~ to GBNBRAL QUALIPIC.ATIONS; ind,_ in.addition: 

J. Must possess tact and ~le persont.lity tor contact wilh tho Comp~.s Cllltomm. 

.2. Must bo willing to Jeam 111d apply 1M Company• nfety .rul~ and.~ODS pemi:amg to ~onat and 
teamaafcty in tlio work anvholllD::llt. · 

3. Must bo capapfc of making legible and accmabl rcpotu 111d records. 

4. Must be abioto use a telephone and two-way radio to tecem omen aad transmit fDfumJation. 

S. Most be able t.o drive, ~vc a valid ddvcr', Dccnse, 111d pas, tho Company ddveft examination. 

. f 

i 
! 
~ 
' 



B. ouµ,IFICATIONS: <Cont'd) 

(RBVISED - May 14, 2003) 
. <BLECTRIC DISTRmUIION BNGINBE!.m.(1 

DRPAll1MBND 

670S8 

6. Must be eapabl6 ?flitting.~• erecting and working from a 24 foot extension ladder.. 

7. Must be capable of Jifnng lllCI eargm~ a minim.um. of70 lbs. 

8. Mu.st be capable of directmg the work of employees in this job classitication. 
. --~- - .. -. . ..... ... . ,, . 
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9. Moit demo~Clate 1fJe a,,illff to fodoDn 1b duties of this !ob. c~ifiaali!)ll through ~ ~um of tcm. 

including matulat taught in -traiz\iiic ~ and practical job experlonc.¢. . · 
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. . . . .. 
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. O:atsgy 6,rp. 
139 East .Fourth Smet 
P.O. Box 9<i0 

July 22, 2004 
Qndnnati, OH 45201--0960 

Mr. Steve Fef dhaus 
Business Manager 
Local· Union· 1347 
lntemaffonaJ Brotherhood of 

Electrical Workers, AFL-CIO 
4100'Coferaln Avenue · CINERGY. 
Cincinnati, Ohio 45?23 .... . . ,. •·· · •· CG&E 

Re: fost-Retirerrtent· Mm;!fca[ Benefits .. 
' 

Dear Mr. Feldhaus; 

Gn ·April 27, 2004; the Gempany ~ wllh· union repr•ntatlves from 1.JWUA Local. 600, 
~SWA 5541--06 and 12049 and IBEW 1347 to ~ntlnue. fne negotiations Jor provfQJng a 
post-:retfrement hea~ refmbur,ement a~t (1-{RA") opfiop (the •H~ Optiojl"}" .to our 
actlve employees. -Prior to that m~&Uhg, Jn a letter da~ed Maret') 2, ~04, the· Company 
provided the unions (I) a Written overview of the Company's proposed design fot: lhe HRA 
Option, and (IU written responses.~ certain_ rela~ questJons. . This letter confirms the 

· Unton's accepfanQfl of the desfgn for the HRA Option s~ ~ereln, after several 
- discussroras between the parties ,nd ~ ratfflcatf~n vote ofth& barg¢nlng uoit membership 

relative to'the ioo4 be~~flts opener dfsdusslons~. . · : _- .. 

I. 

. . .. .... . - . . .. 
9~'(~Qf .. ~~- ~ --- . ............. _ ... ~ ... 
All ·riurr~nt. fulf-tfme employees represented by fBEV\' ·1347 ~ii b~ .~bJe to make a 

· on~me choice between continulhg in the·curr9nt fr4dttlonal post-retirement medical 
option (the "Traditional OpUon .. ) or eJectlng to parffcJpate ·1n the new HRA OP.tlon 

· described below. Employees wm be required to make this election by a spetjfled 
eieclfon date_ In 2004. ~otwfthstanc1tng· the foregqlng, ~rnP,k>Y8!!~1' cun:ently recelvfn9 
long-term disability bene~ or on a m~ry leave of.~sene@~ :WUI make J.hfs electlon 
when they retum·to acWe; fulf-flme status. ff they d<inot return to acUve, fuff..flme 
status, they wlU defauit to the Traditional Option.) All empfoye-as hired or rehired on 
or after January .1, 2d05 wlll parttcff)ate fn the HRA OpJion. Each employee who 
elects to ·()Sitfcip~te 1n. #fe HRA Qptlon, and eacn ·ernployt1e ltfred on oa; ofter January 
1, 2005, wlllbe·ref'errecUo as··a""'HRA-Patttdr!af1rlierelh. ..• · ' · · ·.. . 

•• .. .. JO: .. . ·: ; 9 • • .. .. ..... :, .. • 

Under the Tradltlonat Opffoo. eHgJble r1Urees fthos, Who ~tire after attaining age 50 
WftlJ' five (5) years of s~. as d~ in the. appllC§lbfe f»-ehsto,:, Plan)· are 
provided· access ·to -group medical ~ge arid a pr&mk.tni ~ldy that varies 

· . based tiporr:tiie retirees' setvlc&· and aassfflcalfon ($eJf det;iff te.9ardl'19 the various 
dasslffcatlons and subsldy~evefs -attached hereto). ·· ~ ·· ·· 

·subjecr td any colf~ve -bm:v~ng. o~lf~tfon; thi ·~panf i:ef~.e~ ihe right to 
amendt modify-or_ ~1!Jate 'lhij Tradftfonal ~pffaj ~d/or @l~ J1RA. ~Bon at any 

· time. Howev#Jr. amounts a(Jeady credited to a HRA ~nrs· account wlU not be 
redy~ by·am~ 'exiiept to 1he·e~erit 'heces~arv, Qr aw.i'9P.ifa~ to comply 
wfth changes1n th~ ~w: ": _. · · · ··· · · · -·· ·. · 

' • • I 

36 
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... 

The benefit under IIEI HRA Option .ta based on a bookkeeping account that can grow 
like a savfngs 8CC0\J\t wlth SGIVlce and Interest credits as deaaib~ below. An 
employee who etects the i1RA OpfJon Wilt start •th an opening balance .thaf Is equaJ 
~ 1112th of $1,000 for eaoh prior calendar month In whlch the HRA Parttdpant 
worked at least one day fer the Company. In the -future, the Company wll gedlt" 
elfgfbl& HRA Participants with an addltlonaf 1112th of $1,000 for each calendar 

·i· •• ,.. ::•: month In '11tilch .the HRA Partfdpant works-at least one.day.fM..the Company, ~•. 
· Company wur a~ crec.flt each ~e HRA P~p$1lt's bookkeeping •~~~!.!'fl 

an annual Interest credll lnbtreat will be credltid at Iha aame.lntetest rate as Ifie 
· · • · ·· ·· ·· cash batance up'clatet as determined In Augt.,st of each year, except that for. the tdm 

of Iha current labor agreement. the Interest nite wra not be leas than a.~%: for~. 
the rate ts 5.31%.· Except as dlscua1ed below. onlY HRA Par.tlclpante vmo are 

•••••• .• , •• ·: - u ••• acuve.·fµll:lme emptoyee, and work at Jeast one day In the month ate eUglblefor·fhe 
morifiy ~ credit •. Uke re!frees In U\e Tnutfional Option. HRA Partdpanti wm 

- • . ..... · · have accea& to group medlcaf coverage only If they retire after attatnfng *~~:WIUY 
five ($f ~s of Sel'Ylce (as d~ In lhe appJfcable Pension Plan), hoW,ver, 1h!ire 
will be no supsldy. Please note lie followfqg regarding the HRA Option: 

( 

. . ,. 

• a. .If a HRA (>"1fdpant refirel afl!Jr atfafnfng alge 60 'Wffh,five (5).yqrs oJ Servtce .. 
. (u de.ftrlid 111 the ~e ~enskJn Pl&ll) •• the arnounts.~ed Jo Ch•· 

HRA,I generadyC8tl be. used for Che ~ad~ ~es, ~.defiotXf_ln-·_ 
Sedlon·213(d) cl-fie lntetnal Revenue Oode. of-the reuree arid Ii• retiree's 

.. ~ and. ellgfble- dependent. {see IRS·.pubQcatlon 502 for ~•• of 

' . l 
1. 
I 
) 

L 

.f 
·t 
,I 
f 
! • !1 
'I 

' 

I 

I. . 
,: ,. 
ji 
i 
! 

. . ·-... · · qualff!d medical expanNI): To 1h.e 6>rtent pennltted by-aJ)pllcabJilffi afa'if" I 

( 

·as ls ~ practicable, the.HRA opBon r. Intended to Pt0\1de a 1-x•h& 
b~effl. Due to~ faw: changee, ~er. there can be no assurance of 
fiMnhre .. trvatment. • • · · i • .. . 

• ... ill • " .. • "'.... • • • "' -- • .. • .. ... 

11. ~ as ~ed lie1ow, I tho ,mpi~nt of a HRA ParildpanJ WJninates 
~:to a~ ago fiO wflh five (5) yeara of Semoe (u deiiied under the 
a,ppllca,bfa Pens(on PJanj, the HRA Pa(tldpanJ focfeHs al anounfl qedfted to 
the'HRAAccoont· . . . · 

~ .. .. 

' t. 
i· 
I 
I, 
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. ,. 

. ...:. .. 

f. If .the employment of a HRA · Participant Is Involuntarily terminated in 

g. 

··connection with an Involuntary r.eduction ln force and such tennination fs fn no 
w~y relateif 10· perfOf!llance d,.ffcfencles, · the HRA Participant Wflf be eUgfble, 
to maintain his/her HRA balance as of termination.· The HRA Participant wm 
be· able to u~e amounts hefd fn his/her ~-Account Immediately following 
the femtfnaffon. · 

For fhe. tenn of the curren~ CoffecBJe ·aargatntrig Agre~ment: the Company 
will agree ·not lo amend. modify or termlnate·retrree health care beneffts For 
any -acfive employees covered by tt,e CSA. Amounts credited to a .HRA 
Partlaparifs account wJfl not be reduced by amendment, except to the extent 
11ecessaryor~pproprlate to compfywlthdlang~ In thefaw. 

... .... ""\. .... • 1\:--- J~ • :" .. • • • • .. 

fl. QUl;§TIOHS 

.. 
= 

. ..• 

,. . •.. 

Se~ forth below are ~sponses to ~ome of Che que_,ons' i:~~ina th'e HRA Option 
raised Jn previous meetings, . • . 

1. 
. 

WIJI the Company offer chofce to all employees? 

A: 
. . 

Yes. Presently, th&• Compariy plao:s to aUgw alf curr~nt. fuff-trme 
empl~yees to elect to stay In the Tr.alilffonal .OpUQil oi switch to the 
HRA Option. After January 1, 2006, new Nres and tehJres wflf 
autoinaticaBy partrclpate fn the HRA Optfon. . · · ~ · · · · · ··- -~ 

2. ~Ill an employee be able to elect the H.RA OptfQll upon retirement? 

No. A one-time electron wlll ta~e place fn 2004. 
"•• •• • • a .~ • .. '""" • • 

3, Can .a HRA Partfcfpa~J wlthd~w amounts ·credited· to· his/her HRA 
aacount 1n··cish upan ret~etr1erit? Can the Company pay the am~unt 
~ut In a lump sum? 

A: 

' 

Money may be withdrawn from the HRA aopount only for paying. 
quaHfled medfcal e.xpepses. The ,aCCQlinfwtlJ.not J,e. paid out-In cash. 
Favorable· tax treatment is avaJlab!e for a HRA only ff .fie HRA 
refmbutses medlcal expenses ~, (Jeffn~d In SectJqn .213(d) of the 
'fntemal Revenue~~~~ As" s~ted below m>m IR$ N~ce 2002-45, 
any rfght to reoelve cash wm · dl$quafify tfitli" HRA from 
recefving favorable tax treatment. · 

.. o I • • • : .. I If. • 

!"An· HAA, ~-not qµalffy•tPi- the eXduslQll Ul}der § 10i{b) if .any 
· ·Pe@OO his 1te right to ~e cast\ ar ahy o1her taxable or non­
. taxatile-bell-eflt ·.undt/Che a.mmg!!ment other fhan the refmbursement 
•. bf medlcaf care. e~es. If any person has such a nght under an 
arrangement currently or for any lutore year. all $.frlbuUons to aH 

) 



( 

( 

Attachment RHM-4(d) 
Page 98 of 177 

( 

Mr. Steve Feldhaus 
July 221 2004 
Page4 

4; 
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persons made from the arrangement lo the current tax year are 
Included-in grqss income, even amounts paid to reimburse medical 

· care expenS'es. For exampfei If an arrangement pays a death benefit 
. without regard to medical 98re expenses;-no amounts paid under the 

arrangement Jo any· pers011 are reimbursements _for medtoal care 
expens~~ ~xcluded µi:ider § 105(b) ... Arrangements formally outside .. 
Che HRA that provide · ·tor ihe adjustment of an employee's 
compensation or an employee's receipt of any other benefit .will ~be., .... 

. considered in detennining whether the arrangement IS an HRA and .. 
whether the benefits are eOglble for the exclusions under§§ 106 afl4 
105(b). ff, for example, fn the year an employee retires, the emptoyee 
receives a bonus and the amount of the boq~ Is related to that 
· employee•s maximum rermt?QrSe!Jlenf artio~t remaining fn an HRA at 
the· _tlm~ qf r~~r001f!nt1-- 00; ~mounts paf(J under the an'ahgement,are.., 
refmburaements for medical care expenses for purposes of § 
105(1.!) ••• • 

What happens to the HR.A balance upon dfS!;lbHfty or exten.deq leave 
from the Company? · 

A: see SecUon f(e}. 

Wliat happens to the. HRA balance In the event of a t"nnfnatfon of . 
•emploY.ine'nt? - · · · . . 

A.:. See Section I. 

6. · · What happen$ to th~ HRA balance If I die while .actively employed?· 

A: See Sections l(c) ·and l(d).. CurrenUy, the spouse and eligible 
dependtmfs of ~n emptoyee V#lo ~re, wttlfe actively, employed with 
Cinergy can elec;t to bec;;ome covered ·under the non-union medical 
plan and· receive subs{dfzed coverage st .the acUve ern.1)/oyee rate until 
death or a dlsquallfying event (for the ·spouse, this would Include, but 
not be limit~ to, reman:yfng_ or becoming ·M,dlcare ell_gfb(e; for an 

_ .. ,li_gtpf ~. dM~dent, lt would l~ude. ~!JJ n9t .be, tfmlfed .to, ceasing to .. 
~allfy as ·a!l eligible ~ependept C:fue to age. 
. . 

T. · WiU the· Company, !fOntributtons be Indexed In future years (e.g.1 .Indexed 
to file freh~ l{n~ f~r fl:ealth car~ c9=sts)1 . . 

. . 
A: No. At fhls time, we do not plan to align. our sffi{oe credit or- interest. 

¢ff to ~Y Index. Hpwever, -fh~ Cqmpany wru oonflnue to·evalt.iate 
qs credftlng fey~. SubJeot·toiany cotfec(lve ~afnlng obflgafions,­
~e ConWany ·;eserves .the .. right to · ~e adju~fments, fncfudfng 
Jncrea$1rig, ~~sf rig or dl,conUnufng_credlts unlfaterally. . . 

i 
i--
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. 8. Will the opening HRA t>alances be calculated with re·troactive f nterest 
cre~iting? · 

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

9. What are. other companies doing. wittJ regards to PC?Sf .. retlreinent 
flealth(lare? · . . .. . ..... ,. • • .~ ,. •• .. .. • 

~ .,. ...... 
- ~ . . .,, A: · ·- S~ :Hevdtt ·survey pr.evlousiy provided (51% of survey resplJn~ents ·· ·· 

.. 

\ 

{ 

... 

10. 

11.· 

hav~ a unlonJzed workforce). 1 • • • 

How can 'HRA Parflclpants use amounts credited to ffie HRA? 
" ~ •• ,•: I • • •• o • "f• 

A: MoneY. c;redlted to a HRA tan be used to reimburse the HRA 
Participant.for medloaf expenses as defined in Section-21-3(d) of the 
·1nterndl Revenue ·Code. See JRS publlcaUon 502 for examples of 
quaRfied medical expenses. 

Who will admln,sterth, HM account balances? 

A! Hewitt Associates wm track the HRA credits whUe HRA P~rtlcfpants 
are acffvely- employed. The Company Js reviewing ·propot;als from 
fhfrd party administrators for post-retJrement admlnlstraflori, but this 
wtU fikefy-be Hewttt Assodates. · 

12. Will the HAM be protected/guaranteed? . . 

A: Th~ benefit under the HRA option Is based on a bo.okkeepfng account 
and Is not funded like ~ 401(k} plan. See Section I regarding the 
Company's abUtty to amend. 

13. If the Company decfdes, to elfmlnate the Traditional Option at a ·fater 
date, would employees be a11owed to get 1n the HRA? 

. . .. ·.A:... -The Company perlpdicaffy evaluates Its benefit programs and ·would · · · · 
<fetermrne the appropriate course of action at that time. 

14. Would . Interest on the HRA account continue to accrue after an 
e~ployee retlres1 

;• A:. See SecUon I. 

16. If two Cinergy employees are manfed, can they make different electlons 
with respect to the HRA Option? 

i 
I • I . ' 

I 
'· 
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~ . . . 
- ·J •ummary of foat-itetlreroent ff talth Oare Optl~gs 

.: . .. . 

.. l 
. ( 

CUJ!ent ~o,n-RetiFement Health Care Option 

Employees hired before January 1: 2005, who ele~ the sub_sldy option and w~o ~~ fron\ thft• 
company on or after age 60 with· af least five ye~rs of selVfce. may be entHled to a post­
retirement heaJth care subsidy from the company dependent on· thefr years of service at 
retirement · · · 

..... --':."~ .... :.; - . : . 
Sub.s~y Schedule~ 

Service at Retirement lPre-85 onlvl 
i--';..._ ___ ~------+-----=~----~--r! .... 30+: ., ' ... "" . . . : .. , .. ,. 501 • . .. w ' 

29 461 I 
•· 28 • ~ , .. • 401 I -

27 ·~. 861 1 

-28 801 I 

24. 20' .. - - .. . . , 
28 t6 
22" • • . •. • 14 I • 

.21 .. . fj . . . ·20 .- '• · • -· · 0 .. .. 

. 
. { . 

19 · • 
18 1 

· 7 • ••• 

14· . 0% 
, 13 · '0% 

12 0% 
11 ()O" ,. . 

' . . .1-0.: ···-·--·· . ... .. . ..... OOA ·------~.--""'.:!s-=--------t-----~o~,1.~-------1 . ,. 
8 . · 0% 
7 . 0% 
:6 0% 
5 . 0% . 

i 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 
Efectrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Post-Retirement Health Benefits 

Dear Mr. Reilly: 

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

Access To Post-Retirement Health Benefits 

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

Subsidies/Company Contributions-Traditional Option 

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

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

(2) at least age 55 with at least 1 0 years of service at termination of employment. 

The amount of the contributions will vary as follows: 

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

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

Subsidies/Company Contributions-HRA Option 

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

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

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

Miscellaneous 

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

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

Very truly yours, 

.01w 
Alvaro 

. e r, labor Aerations 
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SMAT Guideline Agreement 

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

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

1. The Power Storerooms will be manned by Power Stores during the day shift Monday 
Through Friday, and also on the day shift on Saturday and Sunday as the stations require. 
These shifts start no sooner than 6:00 AM and end no later than 6:30 PM. 

2. The Production Team Supervisor has been given access to the Storeroom on uncovered 
shifts. For shifts where there is a normally scheduled Production and a straight time Support 
shift, and material Is needed, when no Power Stores personnel are on site, the Production 
Team Supervisor and a bargaining unit member (IBEW Local 1347) will be allowed to enter 
the storeroom to remove the needed material and fill out the dally log sheet. (This should 
include both a "time--in" and a "time-out" entry} A union member (!BEW Local 1347) must be 
the one to remove the material. It is the responsibility of the Material Specialist to make all 
data entry Into Passport. This data entry will be done at the beginning of the next scheduled 
Material Specialist covered shi~ When there is planned or can-in overtime for Support 
personnel, and access into the storeroom is needed, storeroom personnel will be called in. 
However, in the event that a one-time entry is required then the Production Supervisor and a 
bargaining unit employee wUI be allowed to remove the material. 

3. Outside of the details of specific guideline mandates, ft will be the responsibility of the 
Production Team Supervisor to decide if a Material Specialist is needed to be called in. The 
general rule of thumb recommended by the team Is if more than 15 minutes is needed to find 
the material, then consideratlon should be given to calling a Material Specialist in. Also it 
enough straight time Support Team members are working and the PT Supervisor does not 
have enough time to keep running to the storeroom, he should consider calling in a Material 
Specialist. 

4. At the beginning of each day, the Stores Supervisor will review the Daily Storeroom Access 
Log from the previous night. Material removed from the storeroom during a backshift should 
be used on that shift. The daBy review should monitor this. At least on a weekly basis (sooner 
if required), the Stores Supervisor and !he PTGL or Production Team Coordinator will review 
the Daily Storeroom Access Log sheets from the previous week. Each month a summary 
report will be produced showing the material removed on backshifts tor that month. 

5. The annual station inventory adjustment will become a station goal. This goal will be passed 
down to the PTGL's, PT Coordinators, and PT Supervisors. 

6. Training will be given to the PT Supervisors and appropriate team members to learn the 
storeroom layout and material locations. 

38 



Attachment RHM-4(d) 
Page 105 ofl 77 

7. The SMAT team will meet, at a minimum, once a year or when deemed necessary to address 
issues or concerns that have arisen. 

8. Any deviations to these guidelines must be brought to the SMAT team for review before 
implementation at that station. 

9. Woodsdale Station, because of the unique organizational structure, will not be able to meet 
the requirements of the guidelines on many occasions. 

• On the "off shifts", there will seldom be any management personnel on site. This will not 
allow for the station to follow the guidelines as far as having both a bargaining unit and a 
management person access the storeroom together. For this reason, when removing 
material only, Woodsdale personnel will be allowed to access the storeroom alone when 
the Material Specialist on duty is off site or on uncovered off shifts. The rest of the 
guidelines will need to be followed as written. 

• The previous bullet point deals with the removal of material only. This is a Material 
Specialist duty and if material needs to be unloaded when a Material Specialist Is 
unavallable, bargaining unit Woodsdale personnel may do so at !he dock, up until 3:00 
PM. Most deliveries after 3:00 PM are to be sent away. If there ls a question about a 
particular after hours delivery, the Stores Supervisor should be contacted. 

• Procedures will be put into place to allow for the review of the Access Logs as there ls no 
on-site Store's Supervisor at the station. 

10. Jf a contractor on site needs material on the second or third shifts, the Production Team 
Supervisor, along with an IBEW 1347 union member, will access the storeroom and the 
IBEW 1347 union member will remove the needed material. The contractor will not remove 
material from the storeroom. The dally log will also be filled out at this time. 

April 2, 2014 
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August 22, 2006 

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

Electrical Workers. AFL-CIO 
4100 Colerain Avenue 
Clncinnatl, Ohio 45223 

Re: Clarification of Vacation Bank/Pension 

Dear Mr. Feldhaus: 
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DUKE ENERGY CORPORATION 
139 East Fourth St. 
P.O. Box 960 
CincinM/i, Off 45201-0960 

During the 2006 negotiations, the Company and the Union clarified future administration 
for including the vacation bank payment in the final average pay calculation for 
purposes of determining an employee's pension. 

Vacation bank earnings will be included in the calculation of the earnings in the final 36 · 
consecutive months of employment. If these earnings are not higher than any three 
consecutive calendar years of earnings In the last 1 O years of employment, then the 
vacation bank earnings will be added to the earnings that are the highest three 
consecutive calendar years in the last 1 0 years of employment. 

This administration of the vacation bank pension enhancement as described above will 
be effective January 1, 2007. 

Sincerely, 

ltf·~ 
Managing Director 
Labor Relations 

41 
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DUKE ENERGY CORPORATION 
139 east Fourth St 
P. 0. Box 960 
Cincinnati, OH 45201-0960 

August 22, 2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
lntemationaI Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Working Overtime During Vacation 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Union and the Company discussed the intent of Article 
IV, Section 1 (k) of the Agreement, with respect to working overtime while on vacation 
and the release of employees at the start of vacations. 

As set forth in that secUon, employees can request in writing, prior to beginning their 
vacation, to be considered for work on what would have been their normal off days at the 
beginning or end of their scheduled vacations. Also as set rorth in that section, 
employees' vacations are considered to nave started when they are released from duty 
on their last regularly scheduled working day prior to the scheduled vacation and are 
considered ended at the start of their first regularly scheduled working day following the 
scheduled vacation. It is the Company's understanding that, while on vacation, 
empf oyees will be considered for overtime work only after all eligible employees have 
been offered the overtime assignment. 

Additionally, the Union expressed concern over hardship that may be caused when 
employees are not released at their normally scheduled quitting time on their last day of 
work prior to vacation. During the discussions, the Company reinforced its need to 
maintain its right to assign the work as necessitated by business needs, including 
holding employees beyond their normal quitting time. However, the Company assured 
the Union that employees, who make it known in advance of special travel arrangements 
needed on their last day of work, should be released from work on time in the absence 
of an ,emerg,ency situation. 

It is hoped that the above will serve to alleviate the Union's concerns. 

Sincerely, 

!&·~ 
Managing Director 
Labor Relations 

www. duke•energy. com 
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DUK£ ENERGY CORPORATION 
I 39 East Fourth St. 
P. 0. Bot 960 
Cincinnati, OH 45201-0960 

August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
I nternatlonal Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: 12-Hour Shifts 

Dear Mr. Feldhaus: 

During the 2006 negotiation meetings, the committees for the Company and the Union 
discussed the utilization of 12-hour shifts for Production Team Members and Material 
Services Team Members in the Electric Generating Stations. 

As discussed, in order to meet work requirements, the use of 12-hour shifts for 
employees in the Production Team Member and Material Services Team Member job 
classifications in the Electric Generating Stations wiH be at the discretion of the 
Company. 

Except in cases of emergency, the Company will not f nstitute or change a 12-hour 
group schedule until affording the Union the opportunity to discuss and review the 
schedule. The Company will base any change in schedule upon new or changed work 
requirements or the requirements of efficient operations. These matters will be 
discussed thoroughly with the representatives of the Company and the Union 
considering the viewpoint and suggestions of the other. 

It was also agreed that the administration of the 12-hour schedules will be in 
accordance with the attached fact sheet. 

It is thought that this letter adequately describes the discussion concerning thfs matter. 

Sincerely, 

~.01~ 
J~ I J: Alvaro 
Managing Director 
Labor Relations 

www.duke-energy.com 
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1. personal Days: Employees are entitled to a total of four twelve-hour personal days (including Diversity Day). 

2. Shift Definition: A shift is defined as working 6:00 AM to 6:00 PM or 7:00 AM to 7:00 PM on a single day or 
6:00 PM to 6:00 AM or 7:00 PM to 7:00 AM bridging over 2 days. 

3. Payroll Week Definition: A payroll week is defined by each Individual station to accommodate the schedule at 
that particular location. This will allow the generating stations the flexibility to utilize a four team rotation on a 
36 hour - 48 hour schedule rotation. This Is not intended to limit the Company from adopting other types of 
rotations. 

4. Overtime: All hours worked greater than 40 in a payroll week and all hours worked outside of an employee's 
regular schedule. Double time hours shall be the last 24-hour period an employee is available to work. For 
clarification, an employee on a 12~hour shift will be working double time on the 24 hours before their 12-hour 
rest period before the start of the next shift. 

5. Diacf pline: Discipline will be administered ln days where one day is equal to a hours. 

6. Vacation: Vacation will be administered in hours. If an employee takes vacation in a 48•hour week, the 
employee will have the option of using either 40 hours or 48 hours of vacation at their discretion Vacation will 
only be paid on a straight time basis. 

7. Holidays: Employees scheduled to work the actual calendar holiday that are excused from work by the 
Company will receive holiday pay for the regularly scheduled hours they would have worked on the actual 
calendar holiday. All other employees wlll receive 8 hours of holiday pay. Employees working on the actual 
calendar holiday will receive time and one-half pay for the first 12 hours worked on the actual calendar holiday. 
If employee's overtime pay hours (last a hours of a 48-hour week) fall on an actual calendar holiday, the 
employee shall be paid 12 hours at the time and one half•wage rate for that day. 

8. Death In Family: A day off for death In the family shall be equal in pay to the hours of pay an employee would 
have received if you had worked that day. 

9. Meal Moniesj Meal monies shall be paid after 13 contiguous hours worked and again after 15 hours worked. 
Call-in situations shall follow the current contract guidelines of meat money paid for every five hours of 
contiguous work. 

10. Shift Differentfal: Shift differential wilt be paid on night shift only (12 hours) at the current cootract night shift 
rate. No shift dlfferential will be paid on the four evening hours of day shift (3PM - 7 PM). 

11. Short-Term Disability: As per the current Agreement. during the seven consecutive calendar day waiting 
period, it Is intended that no employee will incur a loss of more than forty hours of straight time pay. 

April 2, 2014 
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DUKE ENERGY CORPORATION 
139 East Fourth St. 
P. 0. Box 960 
Cincinnari, OH 45201·0960 

August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 134 7 
International Brotherhood of 
Electrical Workers AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Store Room Bidding 

Dear Mr. Feldhaus: 

During the 2006 negotiation meetings. the Company and the Union discussed 
restoring the former combined bidding process for storeroom employees. 

As discussed, since 2000, the job posting procedure for storeroom vacancies 
between the generating stations and the Brecon store room was changed to 
being administered as two separate bidding areas, but the bumping rights for the 
incumbent employees was grandfathered for the former combined bidding area 
for the term of the 2000 - 2006 Agreement. 

Du ring the discussion, it was agreed that for the term of the 2006 - 2009 
Agreement, the Job posting procedure and bumping rights of the employees in 
storeroom job classifications. whether in power plant store rooms or the Brecon 
facility, will be reinstated to the former combined administration for both filling job 
vacancies and for bumping rights. 

It is believed that the above accurately describes the restructuring process for 
bidding among the storeroom work forces. 

Sincerely, 

~-01'10 
J~~AJvaro 
Managing Director 
Labor Relations 

www.duke-enerRY.com 
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DUKE ENERGY CORPORA rJON 
139 East Fourth St. 
P. 0. Box 960 
Cincinndti, OH 45201 ·0960 

August22,2006 

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

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

Re: Eyeglass Pitting 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Company and the Union discussed the unique 
eyeglass pitting problem experienced by welders in the Electric Repair Section of the 
Substation Maintenance Department and in the Material and Repair Section of T&D 
Projects. 

As agreed, during the term of the 2006 - 2009 Agreement, the Company will furnish 
standard frames with prescription safety lenses and permanent side shields from its 
supplier to each welder in those sections who wear corrective lenses that have been 
substantially affected by this problem. Affected employees may submit their 
prescription to the department so that the Company can order these glasses. The 
glasses are to be worn exclusively by these employees when performing welding work 
for the Company. 

During the term of the Agreement, the employees may submit these glasses to the 
Company for inspection on an annual basis. If the Company determines that a new 
pair of glasses is warranted due to this pitting problem, the employee will be issued 
another pair. 

Although this is a mutually agreeable method of providing relief to the affected 
employees, the Company will continue its efforts to completely resolve the problem in 
the future. At the time the Company finds a solution to this unique problem, the 
purchase of eyeglasses for welders will be discontinued. 

Sincerely, 

~-01~\4) 
J~J~~ Alvaro 
Managing Director 
Labor Relations 

www.dvke•energy.com 
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Duke energy 
139 East Foutth Street 
Cincinnati, OH 45202 

April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 134 7 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Project Work - Outside Duke Energy OH/KY Service Area 

Dear Mr. Reilly: 

When it is necessary for the Company to utilize employees represented by Local Union 1347 to 
perform non-emergency Project work outside the Duke Energy Ohio/ Duke Energy Kentucky service 
area {"Travel Project Work"), the Company will request volunteers from the needed job classifications 
at the various headquarters. It must be understood that due to pre-scheduled or on•going work 
projects, specific work/skill requirements and other business needs, the Company must reserve the 
right to be selective when evaluating voluntary requests for Travel Project Work. However, whenever 
possible, the required number of individuals or crews will be staffed with those employees who 
volunteer. 

If there are more qualified volunteers than needed for a specific Travel Project Work assignment, 
selection will be made b~sed on classified seniority. If there is not a sufficient number of available 
qualified volunteers, the Company will assign the junior available individuals in the required job 
classifications who are qualified to perform the particular work needed. Employee rotation on projects 
of long duration may occur at the discretion of the Company. 

When employees are required to report to the Travel Project Work site each day and the employee is 
not utilizing a company assigned vehicle, mileage reimbursement will be provided by calculating the 
difference of miles driven to assigned headquarters and mileage driven to the jobsite reporting 
location. If mileage to the jobslte reporting locatlon is less than mileage driven to assigned 
headquarters no mileage reimbursement will be granted when the mileage to the Travel Project 
Worksite is less than mileage driven to the employee's regular headquarters. 
In addition, when employees are required to report to the Travel Project Work site each day, the 
following will appfy: 

• For sites 30 miles or less from the employee's regular headquarters, the employees 
wiH be provided 1 hour straight time pay per day. 

• Where the job site is 31 miles to 45 miles from the empfoyee's regular headquarters, 
the employees will be entitled to 1.5 hours straight time pay per day. 

www.dUke-energy.com 
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• Where the job site is 46 miles to 60 miles from the employee's regular headquarters. 
the employees will be entitled to 2 hours straight time pay per day. 

• Where the job site is greater than 60 miles from the employee's regular headquarters, 
the employee will have the option of choosing a per diem, or being reimbursed by the 
Company for actual and reasonable expenses based on receipts provided by the 
employee. The per diem expense shall be based on the amount allowable per the 
current IRS Publication for the area where the Travel Project Work is being performed. 

The per diem calculation, on the first and fast day of the Travel Project Work 
assignment, will be reduced per the current IRS Publication. Any lodging and meal 
expenses incurred over and above the stipulated per diem amount for any given trip 
will be the responsibility of the employee. However, if the assignment is in an area 
where hotels have increased their rates for "special events" and the employee presents 
actual receipts, employees will be reimbursed for their actual out-of-pocket lodging and 
meal expenses, instead of the established per diem amount. 

In addition, for Travel Project Work greater than 60 miles from the employee's assigned headquarters, 
travel to the job site will generally be on Company 'time on the first day and from the job site on the 
last day of the project only. Employees will be paid at the appropriate rate of pay in accordance with 
the Contract. 

When commuting is practical based on the close proximity of the Travel Project Work as determined 
by the Company, employees will report to the job site at their scheduled starting time and work until 
their scheduled quitting time. 

Employees assigned to Travel Project Work will not be eligible for normal call-out overtime during the 
work week. However, if employees have returned from the project after the last day of their work 
week, they can then be eligible for cafl-out and scheduled overtime at their normally assigned 
headquarters, if they provide appropriate notice to supervision of their availability. Employees are 
required to bring tools home on their off days to be eligible for call•out or scheduled overtime on those 
days. In addition. overtime worked by employees on these projects may or may not be charged to the 
employee on their regular overtime listing back at their normal headquarters, at the discretion of the 
Union. Additionally, these employees will also be eligible for emergency assistance assignments to 
foreign utilities. 

These guidelines may be modified due to unusual circumstances on a particular project by mutual . 
consent of the parties. · It is understood that this letter accurately defines the guidelines to be utilized 
during the term of the 2014 - 2017 Agreement In the event of employees represented by Local Union 
1347 working on Travel Project Work. 

SincereMI\ 

.\)bJDAt 
Alvaro 
r, Labor Relations 
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DUKEENERGYCORPORAnoN 
139 East Fourth St. 
P. 0. Boic 960 
Cincinnati, OH 4520 I-0960 

August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1_347 
Jntemational Brotherhood of 
Electrical Workers, AFL-CfO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Undercover Investigators 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Company and the Union discussed the use of 
undercover investigators during the term of the 2006 - 2009 Agreement. 

As discussed, the Company will not allow any undercover investigators it employs to join 
or attempt to join the Union. It was also agreed that the Union would instruct all its 
members to encourage employees experiencing substance abuse problems to seek help 
through the Employee Assistance Plan and to elicit the aid of the Union leadership jn so 
encouraging employees. The Union also agreed to periodically print articles in its 
newsletter and/or web page concerning the problems associated with substance abuse, 
encouraging Its members to take the necessary positive action to fight the effects of 
substance abuse in the workplace. 

It is thought that this agreement between the parties will further the Company's efforts in 
establishing and maintaining a work environment that is free from the effects of drug 
abuse. 

Sincerely. 

W.C\b,io 
Jai~. Alvaro 
Managing Director 
Labor Relations 

www.duke•energ-1.com 
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DUKE ENERGY CORPORATION 
139 tesl Fourth St. 
P. 0. 8011 960 
Cincinnati, OH 45201·0950 

August 22, 2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Clncinnatf, Ohio 45223 

Re: Leadperson - Trainer Role 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Company and the Union discussed bargaining unit 
employees performing the training function for new employees in the T&D 
Construction and Maintenance and the T&D Projects areas of the Company. 

As agreed, a lead person-trainer role will be performed by bargaining unit personnel 
in the Sr. Lineperson "A" (Job Code #7879}, Lineperson MA" - Trouble (Job Code 
#6838) and Llneperson "A" (Job Code #6834) job classifications. While serving in 
that capacity, bargaining unit personnel will be responsible for training newly selected 
employees entering into the Llneperson progression. The type of training that win be 
performed will involve dassroom and hands-on at the Company's training facilities 
as well as on-the-job training in the field environment. 

Compensation for employees performing the lead person-trainer role will be a 
premium In the amount of $1.25 per hour above the maximum rate of pay of the 
Senior Llneperson •A" job classification. Effective January 1, 2007, the premium will 
be increased to $1.50 per hour. In the event that employees must temporarily 
change headquarters to perform this role, they will receive compensation for travel in 
accordance with the Agreement. Such a change of headquarters for greater than six 
months Is not In contravention of the 1996 negotiation fetter concerning the posting 
of small crew work projects lasting more than six months. 

The criteria management will use to assess _candidates' qualifications to perfonn the 
lead person-trainer role will indude job performance in their current job 
dassificatlons and a determination if candtdates posses adequate competencies for 
conducUng training. Candidates• qualifications will be evaluated by representatives 
from the Company's staffing function. in conjunction with departmental management 
representatives. A practical demonstration test. to assess candidates' abilities to 
effectively train individuals. will also be utilized for this purpose. As a minimum 
requirement, only employees who have at least three years of experience working in 
the job dassificatlons of Lineperson "A• or above in the Lineperson progression wm 
be considered for the lead person-trainer role. 

-w. duke-energy. com 
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It fs expected that qualified employees will volunteer for the lead person-trainer role. 
While the best qualified (based on assessment scoring) will be selected, it is 
anticipated that many candidates will be fairly close in scoring on their assessments. 
Where the scores are fairly similar (approximately within 10 points of each other) 
between qualiRed candidates, seniority shall prevail. However, business 
circumstances may prevent the selection process for qualified individuals from being 
based solely on the assessments and seniority. For example, it may be a business 
hardship on management to allow two employees from the same headquarters to 
simultaneously conduct training for the same training class. Therefore, If an 
employee would have been selected, but due to business hardship is not. he/she will 
be offered the next opportunity to OJI the trainer function at his/her headquarters. 

The Company will provide advanced notice to employees about opportunities for the 
assignment to the lead person-trainer role in anticipation of having qualified 
lndlvlduals to assume that role when needed in the future. 

As further agreed, this arrangement will be in effect during the term of the 2006 -
2009 Agreement. 

It is believed that the above accurately describes the accord reached between the 
parties on the establishment of the lead person-trainer role. 

Sincerely, 

\l01uo 
J~\}~. Alvaro 
Managing Director 
Labor Relations 
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Duke Energy 
~ 39 East Fourth Streat 
Cincinnati, OH 45202 

April 2, 2014 

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

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

Re: Leadperson 

Dear Mr. Reilly: 

During the 2006 negotiations, the Company and the Union discussed maintaining a 
Lead Person role in areas of the Company other than The Energy Commodities 
Business Unit for the term of the 2006 - 2009 Agreement. While seiving in this 
capacity, personnel in bargaining unit job classifications are responsible for addressing 
and coordinating all matters relative to their assigned job sites. Persons in that role also 
instruct the work of other employees in the same and lower job classifications at job 
sites, in addition to performing their regular duties. 

It was further agreed that due to the differences among the various departmental areas 
in terms of job site location, the complexity of work and other factors, more specific 
guidelines should be established with the Union pertaining to the Lead Person role in 
those respective areas. That process has already occurred between the parties where 
the Lead Person role was previously established with the Union. Those guidelines will 
remain in place. To establish the utilization of personnel in the Lead Person role in 
departmental areas where it has not been already established with the Union. union and 
management representatives from those areas will develop such DepartmentaJ Area 
Guidelines. Those Guidelines will describe, more specifically, the responsibilities of the 
Lead Person role in those respective areas. The Guidelines will address such specifics 
as the number of employees that may be directed. the activities that are to be 
coordinated at a job site, the manner in which employees will be selected to perform the 
Lead Person role and any other appropriate details. 

www.duke•energy.com 
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As discussed, it is expected that employees in senior job classifications will fill the need 
for the Lead Person role and that seniority and volunteerism wm guide the selection 
process for filling that role, qualifications being sufficient. However, for the lack of a 
volunteer or because it may not always be possible or efficient to do so, other 
employees may on occasion be assigned to a Lead Person role. -- ' 

Compensation for employees performing the Lead Person role,, effective May s. 2014, 
will be $1.75 per hour above the maximum rate of pay of their job classification. This 
exception to the rate of pay for the temporary upgrades is limited to this Agreement and 
does not pertain to any other situations. 

Additionally, it was agreed that the use of the Lead Person role and the establishment of 
the referenced Guidelines could apply to some work groups within a departmental area 
and, at the same time, not apply to other work groups within the same departmental 
area. 

It was also discussed that the Lead Person role is meant to expand the duties and 
responsibilities beyond what is currently assigned within the respective job 
classifications. The Company assured the Union that in establishing the Guidelines for 
Lead Person responsibilities, the safety of company employees and the public would be 
given appropriate consideration. It was also discussed that evaluating the work 
performance of employees and the administering of disciplinary actions would continue 
to be the responsibility of appropriate management personnel. 

The above accurately describes the agreement concerning the Lead Person role in 
areas represented by the Union during the term of the 2006 - 2009 Agreement. 

Sincere~ 

Alvaro 
D actor, Labor Relations 
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DUKE ENERGY CORPORATION 
l 39 East Fourth St. 
PO Box 960 
Cincinnati. OH 45201-0950 

August22,2006 

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

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

Re: Advanced Wages for Uoion Business 

Dear Mr. Feldhaus: 

During the 2006 negotiations, the Company and the Union discussed making 
arrangements for the Company to advance straight-time wages to employees 
represented by the Union who are off the payroll for non-compensated union business 
during their normal working hours. 

As agreed during these meetings1 during the term of the 2006 - 2009 Agreement, such 
wages will be advanced to employees. It was also agreed that the Union will send to 
the Labor Relations area of the Company a copy of all letters from the Union to 
employees requesting that they be off the payroll to attend non-compensated union 
business. Additionally, at the end of each month, the Union will provide the Labor 
Relations area a summary report which includes each employee's name, department, 
department number, dates on which non-compensated union business occurred and the 
corresponding number of hours each employee spent on non-compensated union 
business. The Company will then prepare an invoice to bilJ the Union for 
reimbursement of the wages advanced to these employees during the month. The 
Union, in turn, will submit payment to the Company for the invoiced amount within 30-
days. 

It is believed that this arrangement will prove to be beneficial to the Union and the 
individual employees who perfonn non-compensated union business. However, the 
Company must reserve the right to discontinue this arrangement at anytime. 

Sincerely, 

~-(l~ 
J\~.Alvaro 
Managing Director 
Labor Relations 

www.duke-energy.com 
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,_Energy. 

DUKE ENERGY CORPORATION 

August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati. Ohio 45223 

Re: Seniority and lnterplant Bidding Rights 

Dear Mr. Feldhaus: 

139 East Fourth St. 
PO Box 960 
Cincinnati, OH 45201-0960 

During the 2006 negotiation meetings. representatives of the Company and the Union 
discussed the interplant bidding rights for employees of Power Operations. 

During these discussions, the parties agreed that during the term of the 2006 - 2009 
Agreement, should the Company declare a surplus at one of its electric generating 
facilities in the Production, Maintenance Se,vices or Material Services Team Member 
clasf?ifications, and the affected employees cannot be absorbed into the work force at 
that facility, and that would result in a layoff, the corresponding number of employees, 
lowest in total combined seniority in the Electric Generating Stations will be determined 
by station(s) as surplused. Those employees will then have bidding rights into the 
above-mentioned cJassifications (at least up to 50 total, not from each classification, 
subject to provisions below) at other electric generating facilities based on total 
combined seniority in the Electric Generating Stations. This seniority would exclude any 
breaks in service. Total seniority will include all time at an employees present work 
location. and any previous location in Electric Production/Energy Commodities, provided 
there was no break in service. If there is a break in se,vice, the previous seniority will 
be lost and the employee's seniority date will begin again with the date the el')'lployee 
returns to one of the above-referenced classifications. If there are more than 50 surplus 
personnel and the Company cannot place those in excess of 50 under this procedure. it 
was agreed that the parties would meet to determine alternate methods of handling the 
situation. 

However, it was also agreed that in order to maintain efficient operations at the plants, 
there will be no bumping of the following employees in the above classifications: a 
specified number of the most senior, trained employees performing the former Control 
Operator classification job duties at the other electric generating facilities. This number 
would include 20 employees at the Beckjord Station, 7 at the East Bend Station. 20 at 
the Miami Fort Station, 12 at the Woodsdale Station and 10 at the Zimmer Station. This 
number will also indude a specified number of the most senior, trained employees 

www.duke-enetgy.com 
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performing the former Scrubber Operator classification duties at the other electric 
generating stations, or at the Miami Fort Station, the FGO Operator job duties. This 
number woutd Include 6 at the East Bend Station, 10 at the Zimmer Station and 5 at 
Miami Fort Station. The 5 FGD Operators at Miami Fort will remain protected for the 
tenn of the contract. Entry of an individual into the protected group will not occur until a 
vacancy becomes available. Management will fill vacancies {Control Operator, 
Scrubber Operator) using the existing process. 

Attached is a document from the Union agreed to during the 2006 negotiations 
describing the interplant bidding· process, and two examples prepared by the Company 
describing how this process will operate. 

As agreed, if the Company transfers its ownership to a station and subsequently a 
surplus is declared at another station, the number of surplus employees the Company 
agrees to absorb into the remaining station=s will be decreased by the same percentage 
that the totaf number of employees were decreased by that transfer of ownership. For 
example, ff there were 500 union members in Power Operations and a Pfanrs 
ownership was transferred · along with the 100 bargaining unit employees that work 
there, the 50 number above would be reduced by 20% (or to 40) for any subsequent 
Company declared surplus. 

-Jt must be understood that aJfowing such bidding rights may cause employees In the 
Production, Maintenance Services or Material Services Team Member classifications, 
junior in total combined seniority ln the Electric Generatlng Stations at the receiving 
plant(s), to be laid off. Employees who do not accept alternate job opportunities 
provided from the bumping process will voluntarily resign thelr employment. This 
understanding ln no way limits Management's rights .contained in Article v. Section 19. 

It is thought that tne above adequately describes how seniority rights will ~pply for 
employees within the Power Operafions Department in the event such actions are 
necessary .. during the term of the 2006- 2009 Agreement· · 

~L 
J~i.·Alvaro 
Managing Director 
Labor Relations 
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In the event it becomes necessary to eliminate jobs in the bargaining unit that would 
result in a layoff within any, or all, of the five represented electric generating plants 
currently owned by the Company (East Bend, Beckjord, Zimmer. Miami Fort, and 
WoodsdaJe), the following will be the procedure used to insure a result that is as close 
as possible to "last in - first out," for the Production, Maintenance Services or Material 
Services classifications: 

1. The Company will identify the number of jobs to be eliminated within each of the 
above classifications, and at each plant. 

2. The employees whose jobs are eliminated will then be notified and given the 
opportunity to use their total combined contiguous (unbroken) seniority in the 
above referenced electric generating stations to bump the most junior designated 
employee at each generating station. They are employed in one of the above 
referenced classifications, and their seniority will reflect all time at their present 
location, and any previous location in the above listed generating stations, 
provided there was no break in service (another department outside EPD, or time 
spent in a job not represented by the Union). 

3. The Union will identify the most junior employees (based on their total electric 
generating station seniority) in all stations equal to the number of jobs designated 
for elimination. 

4. Employees who have been bumped, or had their job eliminated, will then, in 
order of their above described seniority, bump the identified most junior 
employees at each station. 

5. These most junior employees who cannot bump will then be laid off or surplused 
as described elsewhere in this agreement. 

6. Certain employees are protected from the bumping described herein as detailed 
in the letter captioned "Seniority and lnterplant Bidding Rights." 

For example; If it was determined by the Company that two (2) Generating Stations 
need to layoff or surplus five (5) Production employees at each Station, the ·usr would 
be used to identify the ten (10) least senior employees at all five Plants. These ten (10) 
would be the first to go on surplus or layoff. Those resulting openings would be fiHed by 
the next ten {10) 1east senior on the List, providing none of these employees were 
identified as least senior to be surpfused. In that case, this employee could not bump, 
and wouJd be part of the layoff/surplus group. The previously identified employees from 
two (2) Generating Stations would then use their total combined Generating Station 
seniority, or the "Lisr to choose which openings they would fill. The senior employee 
would choose an opening first, and so forth, until the openings are filled. 
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£""> DUKE 
~ ENERGY .. 

April 01 , 2017 

Mr. Andrew Kirk 
Business Manager 
Local Union 134 7 
International Brotherhood of 

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

Re: Welding Premium 

Dear Mr. Kirk: 

Attachment RHM-4(d) 
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'Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

During the 2017 negotiations, the Company and the Union discussed a premium for employees within 
Fossil/Hydro Generation possessing certain welding certifications. 

It was agreed that if the Company determines the welding being performed is outside the scope of an 
employee's classification or requires specialized training and certification then a premium in the amount 
of $1 .00 per hour will apply. This premium wil l be applicable to all hours paid . The Company solely 
determines the number of employees receiving this premium based on business need. Should an 
employee's certification lapse for any reason then no premium wil l be paid. In addition, the Company may 
discontinue the use of certified welders based on business need at any time. 

The first order of selection will be based on the classified seniority of those employees who possess 
welding certification. The second order of selection wi ll be based on the classified seniority of those 
employees who have completed the advanced mechanical discipline. 

Sincerely, 

-~ 
Alvaro 

or, Labor Relations 

A-56 
www.duke-energy.com 



Attachment RHM-4(d) 
Page 125 ofl 77 

aoulce 
cllEnergy. 

DUKE ENERGY CORPORA TfON 
139 East Fourth St. 
PO Box 960 
Cincinnati, OH 45201-0960 

February 6, 2008 

Mr. Stephen H. Feldhaus 
Business Manager 
Local Union No. 1347 
Jnternational Brotherhood 

of Electrical Workers 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Dear Mr. Feldhaus: 

Per our discussions, the Company Instituted a new training program for workers employed at 
generating facilities. This program, the Employee Development Qualification Program (EDQP), 
replaces the Skills Qualification Program (SQP). In conjunction with this program, four new job 
classifications are being developed: 

• Control Room Operator 
• Production Technician 
• Support Technician 
• Simple Cycle Technician 

The following will apply to the above-referenced classifications: 

1. 

A) The minimum wage rate for both the Production Technician and the Support 
Technician job classifications will be $13.00 per hour and the maximum is 
established at Pay Level 21. As of January 1, 2008, this wage rate is $29.89. 

B) The Control Room Operator job classification will not be implemented until the 
Company and the Unlon have had the· opportunity to meet further and discuss 
job responsibilities and wage rates. This is expected to occur during the first 
quarter of 2008. If the parties do not reach an agreement, then the wage rate will 
either be set at Level 25 (currently $31.09) or evaluated using the established job 
evaluation process. 

C) The Simple Cycle Technician classification will be evaluated. 

Existing Employees 

A) Employees currently in the Production Team Skills Qualification Program, and 
not at the maximum rate of pay, will remain in the SQP and will have the ability to 
reach Pay Level 25. 

8) Employees may be required to complete portions of the EDQP, as determined by 
management, to close any identified skill gaps. 

www.duke-energy.com 
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Mr. Stephen H. Feldhaus 
February 6, 2008 
Page2 

C) Existing employees in the Support Team Member or Material Services Team 
Member classification who are selected for Production Team vacancies during 
the remainder of the 2006-2009 Collective Bargaining Agreement will enter the 
Production Team Member classification. They will be required to close any skill 
gaps as determined by the Company. In addition, the Company will select the 
discipline based on business needs. If the Operations discipline is selected, 
these employees will be required to become Control Room qualified. 

D) The Control Room Operator will be a bid position within a job progression. 
Positions will be posted in accordance with Article Ill, Section 6 and Article Ill, 
Section 7 of the 2006-2009 Collective Bargaining Agreement. 

2. Advanced Operators/Control Room Operators 

3. 

A) Each station will determine the number of Control Room Operators required.· 
See "Seniority and lnterplant Bidding Rights" letter dated August 22 1 2006. 
(Attachment) 

B) Production Team Members currently in training as Advanced Operators will be 
allowed to complete their training. 

C) After January 1, 2008, any Production Team Member who begins training for 
Control Room Operations will do so under the training plan established by the 
Company. · 

D) For employees in the Production Technician classification, only those in the 
Operations discipline are eligible to promote to Control Room Operator. 

E) There is no automatic progression. In order for an employee to promote, there 
must be a vacancy as determined by management. 

F) Existing Production Team Members may be assigned control room functions 
within the scope of the existing classification. 

New Employeesrrransferring Employees 

A) 

8) 

C) 

Effective January 1, 2008, all new employees or employees that are not currently 
a Support Team/Material Services Team Member entering the Production Team 
or Support Team will do so as a Production Technician or Support Technician. 

Management will determine each employee's discipline at the time of hiring or 
transfer. 

Employees will be given credit for past experience and education as outlined in 
the "Entry Wage Level Guidelines - /BEW Production Technician/Support 
Technician" document (Attachment) 
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4. 

D) Employees placed at other than an entry level position will be required to 
demonstrate proficiency by completing portions of the training program, as 
required. 

E) Employees may request to change disciplines with no impact to pay. Requests 
will be evaluated based on business needs and are at the discretion of the 
Company. 

Pay Progression 

A) Employees will be evaluated and eligible for a pay increase every six months as 
provided for in the "Patrick P. Gibson Letter,'' dated December 29, 2000. 
{Attachment) 

B) The intent is for employees to reach the maximum pay rate in five years, 
provided qualifications are met. 

C) In lieu of the $0.10 increase as provided for in the 2006-2009 Collective 
Bargaining Agreement, each increase will be determined by taking the difference 
between the minimum and maximum wage rate and dividing by 1 0 for employees 
starting at the minimum wage rate. Based on current wage levels, this increase 
is approximately $1.69 per hour every six months. 

D) For the Control Room Operator, there will be one increase with the employee 
reaching maximum rate of pay at six months. 

E) For employees starting at a wage rate other than the minimum wage rates, all 
requirements must be met prior to receiving a six month Increase. Employees 
will still be evaluated every six months and other provisions of the "Patrick P. 
Gibson Letter' will apply. 

F) Eligibility for increase Is based on satisfactory performance. Factors to be 
considered include, but are not limited to. attendance, job performance, progress 
in the training program, and disciplinary record. 

G) If an increase is denied, the employee will not be eligible for an increase until 
the next scheduled Increase. Given that the employee has corrected any 
deficiencies identified, they will receive the scheduled increase and the Increase 
that had been previously denied. 

H) If the employee is denied an increase, or in the event of receiving an 
unsatisfactory evaluation as outlined in Paragraph E. serious consideration 
should be given as to whether or not the employee should be demoted, 
transferred or released. The Union may request a review of such a decision and 
such review will be conducted in accordance with the "Patrick P. Gibson 
Letter," dated December 29, 2000. 
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I) Increases are neither granted nor denied solely on the basis of progress within 
the training program with the exception of movement from phase-to-phase. 
Employees must complete each phase within the required time frame to be 
eligible for pay increase. These hard breaks are at 12 months, 36 months, and 
60 months from the start of the program. Employees placed at other than entry 
level position must meet the hard break requirements as outlined above. 

J) Employees on a leave of absence will be treated similarly. When an 
employee's leave of absence is greater than 30 days, eligibility for any merit 
increase will be delayed by the length of time equal to the absence. This 
provision will be applied consistent with the Family and Medical Leave Act, and 
all other applicable laws and Company policies. 

l have attached copies of the job descriptions for Production Technician and Control Room 
Operator. The job descriptions for the Support Technician and Simple Cycle Technician are still 
being developed. As stated above, during the first quarter of 2008, the Union and the Company 
will meet to discuss the Control Room Operator classification. I have also attached a copy of 
the hiring matrix used in determining starting wage rates. 

As with other job descriptions, the Company has a right to discontinue at any time. In addition, 
this agreement does not in any way restrict or change the rights of management, except as 
specifically stated in this agreement. If you are in agreement with this proposal, please return a 
signed copy of this letter to me. 

If you have any questions, please contact me at (513) 287-5022. 

Sincerely, 

Michael A. Ciccarella 
Labor Relations Consultant 

Attachments 

For the Union: 

Date 
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1. Seniority and lnterplant Bidding Rights Letter Dated August 22, 2006 

2. Entry Wage Level Guidelines - !BEW Production Technician/Support 
Technician 

3. Patrick P. Gibson Letter Dated December 29, 2000 

4. Production Technician Job Description 

5. Control Room Operator Job Description 
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August22,2006 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
I ntemational Brotherhood of 

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

Re: Seniority and lnterplant Bidding Rights 

Dear Mr. Feldhaus: 
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ATTACHMENT 1 

DUKE ENERGY CORPOR~TION 
139 East Faurlh St. 
PO Box 960 
Cincinnati, OH 45201-0960 

During the 2006 negotiation meetings, representatives of the Company and the Union 
discussed the lnterplant bidding rights for employees of Power Operations. 

During these discussions, the parties agreed that during the term of the 2006 - 2009 
Agreement, should the Company declare a surplus at one of its electric generating 
facilities in the Production, Maintenance Services or Material Services T earn Member 
classifications. and the affected employees cannot be absorbed into the work force at 
that facility, and that would result in a layoff, the corresponding number of employees, 
lowest in total combined seniority in the Electric Generating Stations will be determined 
by station(s) as surplused. Those employees will then have bidding rights into the 
above-mentioned classifications (at least up to 50 total. not from each classification, 
subject to provisions below) at other electric generating facilities based on total 
combined seniority in the Electric Generating Stations. This seniority would exclude any 
breaks in service. Total seniority will include all time at an employees present work 
location, and any previous location in Electric Production/Energy Commodities, provided 
there was no break in service. ff there is a break in service, the previous seniority will 
be lost and the employee's seniority date will begin again with the date the erpptoyee 
returns to one of the above-referenced classifications. If there are more than 50 surplus 
personnel and the Company cannot place those in excess of 50 under thJs procedure, it 
was agreed that the parties would meet to determine alternate methods of handl!ng the 
situation. 

However, it was also agreed that in order to maintain efficient operations at the plants, 
there will be no bumping of the following employees in the above classifications: a 
specified number of the most senior, trained employees performing the former Control 
Operator classification job duties at the other electric generating facilities. This number 
would Include 20 employees at the Beckjord Station, 7 at the East Bend Station, 20 at 
the Miami Fort Station, 12 at the Woodsdale Station and 10 at the Zimmer Station. This 
number will also include a specified number of the most senior, trained employees 

www.riuke-ene.rv.com 
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performing the former Scrubber Operator classification duties at the other electric 
generating stations, or at the Miami Fort Station, the FGD Operator job duties. This 
number would include 6 at the East Bend Station, 10 at the Zimmer Station and 5 at 
Miami Fort Station. The 5 FGD Operators at Miami Fort wUI remain protected for the 
term of the contract. Entry of an individual into the protected group will not occur until a 
vacancy becomes available. Management will fill vacancies (Control Operator, 
Scrubber Operator) using the existing process. 

Attached is a document from the Union agreed to during the 2006 negotiations 
describing the lnterplant bidding process, and two examples prepared by the Company 
describing how this process wOJ operate. 

As agreed, if the Company transfers its ownership to a station and subsequently a 
surplus is declared at another station, the number of surplus employees the Company 
agrees to absorb into the remaining stations will be decreased by the same percentage 
that the total number of employees were decreased by that transfer of ownership. For 
example. if there were 500 union members in Power Operations and a Plant's 
ownership was transferred along with the 100 bargaining unit employees that work 
there, the 50 number above would be reduced by 20% (or to 40) for any subsequent 
Company declared surplus. 

It must be understood that allowing such bidding rights may cause employees In the 
Production, Maintenance Services or Material Services Team Member classifications. 
junior· in total combined seniority in the Electric Generating Stations at the receiving 
plant(s), to be laid off. Employees who do not accept alternate job opportunities 
provided from the bumping process will voluntarily resign their employment. This 
understanding in no way limits Management's rights contained in Article v. Section 19. 

It Is thought that the above adequately describes how seniority rights will apply for 
employees within the Power Operations Department in the event such actions are 
necessary. during the term of the 2006 - 2009 Agreement. 

Sincerely, 

J~~ 
Managing Director 
Labor Relations 
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In the event it becomes necessary to eliminate jobs in the bargaining unit that would 
result in a layoff within any, or all, of the five represented electric ·generating plants 
currently owned by the Company (East Bend, Beckjord, Zimmer, Miami Fort, and 
Woodsdale), the following will be the procedure used to insure a result that is as close 
as possible to "last in -first out." for the Production, Maintenance Services or Material 
Services classifications: 

1. The Company wifl Identify the number of jobs to be eliminated within each of the 
above classifications, and at each plant. 

2. The employees whose jobs are eliminated will then be notified and given the 
opportunity to use their total combined contiguous (unbroken) seniority in the 
above referenced electric generating stations to bump the most junior designated 
employee at each generating station. They are employed in one of the above 
referenced classifications, and their seniority will reflect all time at their present 
location, and any previous location in the above fisted generating stations, 
provided there was no break in service (another department outside EPD, or time 
spent In a job not represented by the Union). 

3. The Union ~ill identify the most junior employees (based on their total electric 
generating station seniority) in all stations equal to the number of jobs designated 
for elimination. 

4. Employees who have been bumped, or had their job eliminated, will then, in 
order of their above described seniority, bump the identified most junior 
employees at each station. 

5. These most junior employees who cannot bump will then be laid off or surplused 
as described elsewhere in this agreement. 

6. Certain empfoyees are protected from the bumping described herein as detailed 
in the letter captioned "Seniority and lnterplant Bidding Rlghts." 

For example: Jf it was determined by the Company that two (2) Generating Stations 
. need to layoff or surplus five {5) Production employees at each Station, the ~Lisr woutd 

be used to identify the ten (10) least senior employees at all five Plants. These ten (10) 
would be the first to go on surplus or layoff. Those resulting openings woufd be filled by 
the next ten (10) least senior on the List, providing none of these employees were 
identified as least senior to be surplused. In that case. this employee could not bump. 
and would be part of the rayoff/surplus group. The previously Identified employees from 
two (2) Generating Stations would then use their total combined Generating Station 
seniority, or the "List" to choose which openings they would fill. The senior employee 
would choose an opening first, and so forth, until the openings are filled. 
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ATTACHMENT 2 

For NEW HIRES Into Production Technician or Support Technician job classifications: 

EXPERIENCE - No >1 year > 3 years >Syears >8 years > 10 years 

Related work experience 
Experlenc• directly directly dlreetty directly directly 

related related related related related 
experience experience experience experience experience 

EDUCATION t 
4 yr. degree plus related work Step 2of S!ep3of Step 4 of Step 5 of Step 6of Step 6 of 
experience Prod/ Ptodl Prod/ Prod/ Prod/ Prod/ 

Support Support Support Support Support Sup!)Ql't 
Tech Tech Technician Technician l"echnlcian Technician 

$14.69 $16.38 $1M7 $19.76 $21.45 $21.45 

2 yr. related school tech degrH Step2of Step 2of Step 2 of Step 3 of Step 3 of Step 4of 
plus related work experience Prod/ Prod/ Prod I Prod I Prod/ Prod I 

Support Support Support Support Support Support 
Technician Technician Technician Technician Technician Technician 

$14,69 $14.69 $14.69 $16.38 $16.38 $13,07 

Some advanced education (1 Not Step 1 of Step2of Step2of Step 3 of step 3of 
year ot more), Non-degreed In Oua!lfied Prod/ Prod/ Prod/ Prod/ Prod/ 
related courses or degree In non- Support Support Support Support Support 
related course or 1 year trade Technician Technician Technician Technician Technician 
school degree. 

$13.00 $'14.69 $14.69 $16.38 $16.38 

High School Gradua-. or Nol Not Step 1 of Step2of Step 2of Step 3of 
equivalency (GEO, etc.) Qualified Qualified Ptocl/ Prod/ Prod/ Prod/ 

Support Support Support Support 
Technician Technician Technician Technician 

$13.00 $14.69 $14.69 $16.33 

Directly refatsd work experience = experience In Mechanir;M, E!edriclJI, lnslroment & Controls and/or Operations In a 
Generating Station or other industtial facifil't roquiring similarknowfedge and abilitlfl$. 

For POWER GENERATION EMPLOYEES selected for Production Technician or Support Technician job 
classification: 

Job offer for the PT or ST job is at the wage rate equal to or at the next higher wage rate of the pay progression • 
. They are eligible for six month. progressions until reaching the designated end of a phase at 12, 36, or 60 months. 

Must complete all phase requirements for increase at this point prior to progressing. 

For OTHER COMPANY EMPLOYEES selected for Production Technician or Support Technician Member job 
classification: 

Job offer for the PT or ST job would be based on the above wage guidelines. They are eligible for six month 
progressions until reaching the designated end of a phase at 12, 36, or 60 months. Must complete all phase 
requirements for Increase at this point prior to progressing. 
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ATTACHMENT 3 

Subject: MANUAL, CLERICAL AND TECHNICAL JOB CLASSIFICATIONS 

Date: December 29, 2000 

Reply By: CINERGY. 

The purpose of this letter is to amend and update the Walter C. Beckjord letter of 
October 1, 1945, which has served as a preamble to the Cincinnati Gas & Electric 
Company's job classification and evaluation system for Union represented job 
classifications. 

In October 1945, after a careful and comprehensive study of the various kinds of 
work necessary to conduct the business of the Company in a safe, efficient and 
otherwise satisfactory manner, and the requirements of each job involved, the 
Company by agreement with the Unions representing the employees and with the 
approval of the National War Labor Board (Region V), placed into effect a schedule of 
job titles and descriptions for all manual, clerical and technical empfoyees. Wage rate 
schedules were established and made effective in accordance with the Union 
agreements and the approval of the War Labor Board. 

The job descriptions and wage rate schedules were designed to provide a fair 
and equitable means by which all the jobs, within the scope of the plan, being filled by 
manual, clerical and technical employees could be designated with uniformity and 
understanding throughout the Company system. The Company and the duly certified 
exclusive bargaining representatives of the bargaining units agreed to the basis used 
for defining jobs. It became the duty and responsibility of the supervisory force as the 
representatives of management to see that it was applied and maintained in a fair and 
consistent manner. It was also essential that employees clearly understood the duties 
and requirements of the jobs to which they were assigned. While the job descriptions 
were not intended to be all-inclusive, they were intended to cover such typical tasks 
necessary to provide a fair basis for evaluation. 

The job classification and evaluation pJan provided: 

1. A set of job descriptions which prescribe typical duties and qualifications; 

2. A set of promotional charts indicating the line of normal promotions in the 
respective departments; 
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3. A set of wage schedules containing maximum wage rates for alf jobs and 
steps of progression to arrive at the maximum wage rates; 

In September 1998, a new evaluation system (BOGAR) was implemented to 
evaluate all manual, clerical and technical job classifications represented by the 
International Brotherhood of Electrical Workers, local 1347; the United Steelworkers of 
America. Locals 12049 and 5541 4 06; and the Independent Utilities Union. A joint 
union/management committee designed the BOGAR Job Evaluation System. Jn 
addition to the items listed above, the BOGAR system requires a Job Evaluation 
Questionnaire to be completed and approved for each new or revised job classification. 

JOB DESCRIPTIONS 

Each job description consists of a statement of the nature of work involved in the 
job classification, in sufficient detail to identify the title and content to those familiar with 
the organization; also a statement of the minimum qualifications required to enter the 
job. Each job description is subdivided into two parts, "Duties" and "Qualifications" as 
follows: 

DUTIES 

This section is devoted to a description of the ~ssential duties required in the 
classification itself, considered entirely apart from the individual who may occupy the 
position. A sufficient number of duties are listed to: 

1. Indicate the character and grade of the work; 

2. Indicate the variety of duties; 

3. Distinguish each job classification from another. 

The duties for each job description are those principal duties that are required to 
properly identify and evaluate each of the specific job classifications. These duties are 
not to be considered all-inclusive. Employees may be temporarily assigned, within their 
capabilities, duties of other classifications. When the temporarily assigned duties are 
those of a higher or lower rated job classification the employees should be paid the 
appropriate rate of pay in accordance with the Union agreement. 

This section also indicates, as a general guide1 the degree of supervision under 
which the employees are expected to be able to perform their work; that is under 
"Closet "Directivei" or "General Directive· supervision. These terms are defined as 
follows: 

1. The term "under dose supervision" means that the employees perform only 
those tasks which they have been instructed to do and are observed and 
supervised most of the time while performing them. 
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For example: A helper assisting a mechanic in performing assignments 
would ordinarily be under the "close" supervision of the mechanic. 

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

For example: A mechanic, working under the direction of a supervisor, 
assigned to a section of the work but observed or contacted periodically 
during the day, by the supervisor, would be considered as working under 
"directive" supervision. 

3. The term "under general directive supervision" means that the employees 
under general instructions perform duties independently, but within the 
limitations of standard practices or procedure. 

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

QUALIFICATIONS 

In this section of the job descriptions are listed those mm,mum 
quatifications which the individual is expected to bring to the job. Specifically included 
are such items as basic education, degree of skill, extent of experience, special 
knowledge, and other required qualifications. 

Company Requirements as to General Q~aliflcations 

In addition to the duties and qualifications for each job classification as set 
forth in the job descriptions, each employee must meet the Company's 
requirements as to general qualifications, which include: 

1. The physical and mental abilities to perform the essential functions of 
the job classification, with or without reasonable accommodations; 

2. The willingness to follow instructions and cooperate with other 
employees~ 
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3. The willingness to respond to calls outside of regular hours, when the 
need arises and in emergencies, to help in any department or phase of 
the Company's operations in which they are qualified to help; 

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

5. The willingness to direct and instruct or train employees, of a lower job 
rating, assisting on the same work; 

6. If required by assignment to drive automobile or trucks, must hold a 
valid State Bureau of Motor Vehicles Operators' license; 

7. Compliance with the general rules and practices of the Company. with 
specific rules of the department in which they are employed, and with 
those of other departments with which their work must be coordinated; 

8. Thorough familiarity with and strict observance of the Company's 
safety rules applicable to their job; 

9. Have the characteristics of dependability, trustworthiness, and 
carefulness, and have a satisfactory previous record in these respects; 

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

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

JOB EVALUATION QUESTIONNAIRE 

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

Knowledge 

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

Customer Contact 

Questions related to the amount, importance and difficulty of contacts with 
internal and external customers. 

Decision Making and Complexity of Duties 

Questions related to the complexity of the work; the freedom employees have to 
make decisions; and, the impact their decisions may have on the Company. 

Physical/Adverse Characteristics 

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

Hazards 

Questions related to the inherent dangers in the job which directly expose the 
employee to the possibility of accidents which may result in lost time accidents or death. 

WAGE SCHEDULE 

Starting Rates 

When employees are first assigned to a job classification, they receive the 
starting/minimum rate indicated in the wage schedule for that job, except in cases 
where an employee is already receiving a rate equal to or in excess of the 
starting/minimum rate indicated. In such event when the employee is promoting into 
the job classification, the employee receives an increase as described in the applicable 
Union Agreement, but in no event in excess of the maximum wage rate for the job to 
which the employee is assigned. 

Progression Steps within a Wage Range 

The wage range provides for progression steps leading up to the maximum 
evaluated rate of the job. Job progression steps are designed for the purpose of 

The Cincinnati Gas & F.leccric Company 

PSI Energy, Inc. 



INTERNAL CORRESPONDENCE 

Attachment RHM-4(d) 
Page 140 of 177 

advancing an employee within the wage range. These progression steps are to be 
used as follows: 

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

When the performance review indicates that the employee has not made 
satisfactory progress in the job and an increase in pay is not warranted the employee is 
to be personally notified by the immediate supervisor that the progression step increase 
is being withheld. The notification must take place at least one month in advance of the 
date for the scheduled progression step. In addition, serious consideration should be 
given as to whether or not the employee should be demoted, transferred or released. 
The Union may request a review of such a decision. Such review is to be made by a 
representative or representatives of the Union arid a representative or representatives 
of the Company. 

For new employees the six-month interval will start from the hiring date, and for 
promoted employees, a new series of six-month intervals will start on the date of 
promotion. 

CONCLUSION 

Although this plan is set forth as clearly and explicitly as possible, questions may 
arise as to the intent or interpretation of some provisions. In such event, the matter 
should be discussed with a representative in the Labor Relations department. 

Very Truly Yours, 

(l)atrict (J'. qi6son 

Patrick P. Gibson 

The Cincinnati Oas &. Electric Company 
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ATTACHMENT 4 

,-.•· CLASSIFICATION: PRODUCTION TECHNICIAN 

A. DUTIES: 

B. 

Under directive supervision, on a rotating shift schedule, this position is responsible for the safe and 
efficient operations, mechanical, elecb'ical and instrumentation and controls maintenance of the plant 
generating units, boilers, turbines, and their auxiliary and associated equipment including environmental 
systems and equipment, such duties, including but not l~mited to: 

1. Ensuring proper startup., operation and maintenance of station boilers. 

2. Ensuring proper startup, operation and maintenance of station turbines and generators. 

3. Ensuring proper startup, operation and maintenance of all associated systems and environmental 
equipment inciudlng the remote operation of FGD or other systems. 

4. Operating and maintaining the balance of plant equipment. station switchyards and electrical 
distribution systems. 

5. Inspecting plant equipment, take operational and equipment status readings. 

6. Identify, troubleshot, and correct equipment problems and performing mechanical, electrical and 
instrumentation maintenance activities. 

7. Ensuring proper Lockout Tagout (LOTO} Energy Control procedures are performed as directed. 

8. Completing all Jog entries and all necessary documentation for work assignments. Communicate 
information as required at shift turnover. 

9. Completing all training and testing requirements of the job. 

10. Direct, train and/or assist others as assigned. 

11. Performing other similar or less skilled work. 

12. Performing overtime work assignments. 

13. Compliance with all environmental, health, and safety (EHS) regulations. 

14. Communicate with others to allow for safe and efficient operation of equipment. 

QUALIFICATIONS: 

1. Must meet the Company's requirements as to GENERAL QUALIFfCATIONS; in addition: 

2. Must have a High School diploma or equivalent. 

3. Must have three years experience in Industrial Maintenance or Operations. 

4. Must maintain a valid driver's license if required. 

5. Must successfully complete all required job qualification testing. 



CLASSIFICATION: CONTROL ROOM OPERATOR 

A. DUTIES: 
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ATTACHMENT 5 

Under directive supervision, on a rotating shift schedule, is responsible for the coordination and the 
safe/efficient operations of generating units; operates boilers, turbines and their auxiliary, and 
associated equipment, remotely from a central control room, aided by communication with other plant 
personnel; directs in his duties personnel assigned to the unit; and performs such duties as: 

1. Directing and coordinating shift personnel and activities. In the absence of the shift supervisor 
authorizes work to be performed including but not limited to authorizing clearances, burning 
permits, etc. 

2. Engaging in the mechanical and electrical switching operations necessary to remove station or 
substation mechanical and electrical equipment from service and return it to service. 

3. Ensuring proper Lockout Tagout (LOTO} Energy Control procedures are performed as directed. 

4. Inspecting, monitoring, correcting problems, recording critical data and maintaining logs of 
operational parameters and activities. 

5. Participating in training and may be required to direct, train and/or assist others as assigned. 

6. Monitoring operating conditions of equipment for continuous compliance with environmental 
permit limits and design parameters, thus ensuring proper, safe, and economical operation of 
units, and taking proactive corrective steps when such conditions are abnormal. 

7. Performing the necessary tasks to maintain proper operation of steam or gas turbines, including 
their related turbine auxiliary and associated equipment. 

8. Performing the necessary tasks to maintajn the desired output of electric generators, 
transformers, busses, transmission lines, oil and air circuit breakers and associated equipment 
including synchronizing and switching operations. 

9. Performing the necessary tasks to maintain proper operation of boilers for fuel, air, water, and 
steam flows, pressures, temperatures, during unit start up, shut down, and steady state operation. 

10. Performing the necessary tasks to maintain proper operation of environmental equipment (i.e., 
FGD Systems, Precipitators, Bag houses, SCR's, SNCR's, and any future equipment, including 
their auxiliary and associated equipment. 

11. Performing the necessary tasks to maintain proper operation of balance of plant equipment, 
including their auxiliary and associated equipment. 

12. Answering trouble calls, identifying the source or root cause of equipment failure, incorrect control 
operations, or other faulty operation of equipment, reporting to the Supervisor on shift of any 
trouble beyond their scope to rectify. 

13. Initiate corrective action as required and coordinate response to abnormal operating conditions. 

14. Maintaining control room and area in a clean, orderly condition, continuously observe Company 
safety rules and practices, unit operating permits, and other related procedures prescribed by the 
Company. 

15. Completing all training and testing requirements of the job. 

1 



8. 

16. Performing the duties of Production Technician. 

17. Performing other similar or less skilled work. 

18. Performing overtime work assignments. 

19. Compliance with all environmental, health, and safety (EHS) regulations. 

QUALIFICATIONS: 
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Must meet the Company's requirements as to GENERAL QUALIFICATIONS; must have all the 
qualifications of a Production Team Member; and, in addition: 

1. Must have at least six (6) years of station operations and/or maintenance experience. 

2. Must have successfully completed all Company defined training and testing requirements and 
demonstrated an aptitude for and ability to successfully perform the duties of a Production 
Technician. 

3. Must be able to demonstrate the ability to perform the duties of this job classification through the 
successful completion of required promotional exams. 

4. Must maintain a valid driver's license if required. 

2 
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June 15, 2009 

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

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

Re: Random Drug and Alcohol Testing 

t . Dear Mr. Feldhaus: 

JIM O'CONNOR 
Vice Presfdent 
Labor Relations 
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Duke Ener,y Corporation 
E.45061139 East Fourth St 
Cincinnati, OH 45202 

513-419-5743 
513-403-4141 cell 
513-419-5313 fax 
jim.o'connor@duke-energy.t:Otn 

During the 2009 negotiation meetings, the Company negotiated the right to implement 
random drug and alcohol testing for employees not currently covered by DOT 
regulations. 

Although . the Company is unsure at the present time when the testing will be 
Implemented fn the new groups, it is known that roll out wm most likely begin with the 
Power Generation group. Jn any 9Bse, the Union and employees wilf be given no less 
than a 60 calendar day notice prior to the implementation of the random screens In any 
new work group. Employees will receive training on the process prtor to 
implementation. It Is the Company's intent to administer the random testing program in 
the same manner as it currently is for other areas of the Company. 

The Union was assured that the testing pool for the non-DOT covered testing group will 
be a single poor at an annual test rate of 25%, including all non-DOT covered 
employees represented by the Union from each of departmental areas where the testing ,s Implemented. The Company also committed to providing the Union with 550 "quick1' 
drug testing kits on a one-time basls after ratification of the new Agreement. 

Nothing in this fetter is intended to alter or dlmlnish the Company's right to medically 
evaluate or test employees for cause at any ttme. It is hoped that the random testfng 
across the Company wiU provide consistency on this issue and help to maintain a safe 
work environment that is free from the effects of substance abuse. · 

Very trufy yours, 

/40·~ 
Jim O'Connor 
VP I Employee & Labor Relations 

60 
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June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local 1347 
International Brotherhood of Electrical Workers, AFL-CIO 

RE: Retirement Plan Agreement 

Dear Mr. Feldhaus: 
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JIM O'CONNOR 
Vice President 
Labor Relations 

Duke Ene,w Corporation 
EA506 / 139 East Fourth St, 
C/ncinmJU. OH 45202 

513-419-5143 
5l3-403-4141 cell 
513-419-5313 fax 
)lm.o'connor@dlJke-energy.com 

During the 2009 contract negotiations, representatives of the Company and Local Union 
i • 1347 of the Jntematlonal Brotherhood of Electrical Workers, AFL .. CIO (the 11Union11) 

· discussed the Company's desire for all employees to move to a common benefits 
program. The following outlines the agreement between the Company and the Union 
for providing employees with options for partlcfpation in the Cinergy Corp. Union 
Employees' Retirement Income Plan (the "R~tirement Plan") and the Duke Energy· 
Retirement Savings Plan for Legacy Cinergy Union Employees {Midwest) (the "Savings 
Plan"). 

Traditional Retirement Program Frozen: 
I 

Participation in the Tradltional Program under the Retirement Plan will be frozen as of 
January 1, 2014 for certain employees. In this regard, active employees participating in 
the Traditional Program Jmmedfately prior to January 1, 2014 who have a combined age 
and years of service (i.e., vesting service under the Retirement Plan) (11Point1t9) that 
totals less than 75 as of December 31, 2013 wfll automatically begin participating, as of 
January 1, 2014, In the irNew Duke Retirement Program• under the Retirement Plan, 
which is substantially similar to the cash balance plan formula provided to legacy Duke 
employees and which is described in more detail in the mandatory conversion section 
below. 

Voluntary Conversion Opportunity: 

All active employees in the Traditional Program wm be offered a voluntary window in 
2009 to either elect to remain in the Traditional Program or to participate beginning 
January 1. 201 0 in the New Duke Retirement Program, as described in the voluntary 
conversion section below. 

VofuntalV Conversion to the New Duke Retfremenj Program: The retirement 
benefits of those who voluntarily eJect to move to the New Duke Retirement Program 
during the above-mentioned voluntary window wm be as follows: . . . 
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Part A Benefit (Part A): The pension plan benefit that employees will eam 
under the Traditional Program wflf be based on their participation service as of 
the "day before ·conversion date" and their final average monthly pay (Including 
accrued vacation) at retirement (not the date of conversion). This Part A benefit 
will also be payable In a single lump sum, following termination of employment 
which single lump sum wlll be calculated using actuarial assumptions (j.e .• 
interest rate and mortality table) determined in the sole di~cretion of the 
Company from time to time to the extent permitted by applfcable law. For 
informational purposes only, the interest conversion rate currently resets annually 
on January 1 for distributions commencing in that year, based on the applicable 
fnterest rate published by the IRS for the prior August. In accordance with the 
Pension Protection Act, the Interest conversion rate fs being transitioned from the 
30-year treasury rate to a three-tiered corporate bond rate. 

AND 
" 

Part B Benefit (Part B): On the "conversion date.'' employees will start earning 
an additional pension plan benefit through a new formula that 11mirrors11 the cash 
balance benefit offered under the Duke Energy Retirement Cash Balance Plen. 
For purposes of clarity, such formula does not include "accrued vacation pay" in 
the definition of earnings. 

The formula under the New Duke Retirement Program as of January 1. 2010 will 
be a pay credit equal to a percentage of earnings, which percentage is based on 
an employee's points under the following schedule: 

Points Percentage 

0-35 4% 
35-49 5% 
-50-64 6% 
65+ 7% 

If an emproyee's earnings exceeds the Socfal Security Wage Base for a year. an 
additional pay credit equal to 4% of earnings above the Socfal Security Wage 
Base is made. 

For purposes of clarity, years of service under the Retirement Plan (including 
years of service prior to· participation in tfle New· Duke Retirement Program) are 
taken into account fn determining an employee's points. under the New Duke 
Retirement Program. 

The Company matching contribu6ons provided under the Savings Plan for those 
who move to the New Duke Retirement Program will be enhanced to mirror the 
matching contributions provided under the Duke En~rgy Retirement Savings 
Pfan. As a result, employees will be eligible to receive higher matching 
contrlbutions o,:t a broader- definition of pay. The higher amount is a dollar-for-

I 
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dollar match on the first 6% of eligible pay {this includes base, overtime and 
annual incentive pay). 

Mandatory Conversion toJhe New Retirement Program: 

Mandatory conversion from ff}e Traditional Program to a cash balance feature that 
mirrors the cash balance benefit offered under the Duke Energy Retirement Cash 
Balance Plan will be effective January 1, 2014 for employees who do not have 75 
·points or more as of December 31, 201~ and have not voluntarily elected to participate 
in the New Duke Retirement Program. The benefits provided under the mandatory 
conversion wifl be substantially similar to those described above for a voluntary 
conversion with the following differences: 

a. 

b. 

The final average monthly pay for Retirement Plan purposes wm not 
include any compensation {including accrued vacation} received after 
December 31, 2013 {~. no pay run up}. 

Employees will not have the ability to choose a lump sum for their Part A 
benefit; only the current Traditional Program annuity options will be 
avaHable for the Part A benefit. 

c. Employees can stiJI grow in to the 85 points early retirement subsidy for 
the Part A benefit. . ' 

d. Employees will receive the enhanced 401 (k} plan matching contribution 
under the Savings Plan, as described above, once, they mandatorily 
convert. 

e. "Accrued vacation pay" wflf be included in the definition of earnings but 
only for purposes of determining an employee's benefit under the cash 
balance formula of the New Duke Retrrement Program. 

f. The portion of an employee's benefit that is earned under the Traditional 
Program cannot be distributed before the age of 50. 

For purpo~es of clarity, active employee~ who have 75 Points or more as of December 
31, 2013 and had elected to remain in the Traditional Program in 2009 will remain In the. 
Traditional Program. 

Employees Currently in the Cash Balance Plans and New Employees: 

Employees who are currently in one of the Cinergy cash balance programs (i.e., 
Balanced or Investor) under the Retirement Plan will automatically transition to the New 
Duke Energy R(:)tirement Program effective on January·1, 2010. For thts· group, the 
New Duke Retirement Program will include participation in a cash balance pension 
benefit that mJrrors the benefits provided under the Duke Energy Retirement Cash 
Balance Plan. and an enhanced 401{k) plan matching contribution under the Savings 
Plan that mirrors the matching contribution provided under the Duke Energy Retirement 
Savings Pfan. Employees who are hired prior to the transition date described 
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immediately above will participate in an existing cash balance formula under the 
Retirement Plan (i.e., the Balanced or Jnvestor Program) and transfer to the New Duke 
Energy Retirement Program at the transition date In the same manner as other current 
employees. Employees Who are hired on or after the transition date described 
immediately above will participate in the New Duke Retire~ent Program. 

Profit Sharing and Incentive Matching Contributions 

Once an empfoyee is covered by the New Duke Retirement Program, he or she will no 
longer be entitled to profit sharing contributions {if they were previously in the Balanced 
or Investor Program} or incentive matching oontributions (if they were previously In the 
Traditional Program). If an employee moves to the New Duke Retirement Program 
other than on the first day of. a calendar year, he or she will not be eligible for an 
incentive matching contribution but will be eligible for a pro-rated profit sharing 
~ontribution (if otherwise earned) for that calendar year. 

Retirement Plan and Savings Plan 

This agreement outlines certain benefits to be provided to employees represented by 
the Union. This agreement shall not be construed as limiting or restricting the right of 
the Company as to the manner of providing such benefits, ihciuding the right to amend, 
modify or merge the Retirement Pf~n and/or Savings Plan. 

Very truly yours, 

~o~ 
Jlm O'Connor 

' l 
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VP, Employee & Labor Relations 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

April 2, 2014 

Mr. Don Reilly 
Business Manager 
LocaJ Union 134 7 
International Brotherhood of 

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

Re: Amendment to A-61 "Retirement Plan Agreemenr Letter 

Dear Mr. Reilly: 

During the 2014 negotiations, the Company and the Union discussed changes to the 
Company's retirement programs. This letter sets forth the changes that were agreed to by the 
Company and the Union. 

Retirement Benefits for New Hires 

For employees hired or rehired on or after January 1, 2015, the Company will provide an annual 
contribution to the Duke Energy Retirement Savings Plan ("ASP") in the amount of 4% of the 
employee*s annual compensation (Including base, overtime, and incentive compensation) in 
accordance with the ASP plan documents. Such newly hired or rehired employees also wm be 
eligible for the Company-provided matching contribution equal to 100% of the before-tax (and 
Roth) contributions made up to 6% of eligible pay in accordance with the ASP plan documents 
on the same basis as employees hired prior to January 1, 2015. Employees hired or rehired on 
or after January 1, 2015 will not be eligible to participate in the Cinergy Corp. Union Employees' 
Retirement Income Plan (the "Pension Plan"). 

Cash Balance f nterest Credit 

The cash balance interest credit rate under the Pension Plan for pay credits made on and after 
January 1, 2015 will be based on a 4% interest rate {0.327% monthly equivalent interest rate). 
For purposes of clarity, the cash baJance 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 wilt not be 
affected by this change. 

Pension Plan Benefit for Long-Term Disabili~ 

A participant who starts receiving long-term disability benefits on or after July 1, 2015 will 
receive interest credits under the Pension Plan's cash balance formula while disabled, but will 

www.duke-energy.com 
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not receive pay credits while on LTD, in accordance with the Pension Plan documents. This 
change will not apply for any individual who starts receiving long-term disability benefits before 
July 1, 2015, or participates under the traditional formula, or for the Part A benefit for 
participants who have a Part A (traditional) and Part 8 (cash balance) pension plan benefit. 

The complete provisions of the Company's retirement plans are set forth in the plan documents. 
In the event of a conflict between any other communication and the plan documents 
themselves, the plan documents control. 

It is thought that this letter accurately describes the agreement reached by the parties regarding 
amendments to Sidebar Letter A-61 relating to retirement plan agreements. 

Sincerely, 

~-~~ 
Ji~Alvaro 
Director, Labor Relations 
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REVISIONS TO THE SABBATICAL VACATION BANK AND VACATION 
CREDITS PROGRAMS FOR JBEW 1347 EMPLOYEES 

Effective January 1, 2010, the Vacation Bank and Vacation Credit Programs will be phased out 
over a 4 year period ending on December 31, 2013. 

The Chanqesr 
Sabbatical Vapation Program (Employee Banked Time): 
• The sabbatloat banking program will be eliminated for employees who are younger than 47 

years old as of December 31, 2009. 
• Employees who are 47 years old or older as of December 31, 2009 will be eligible to continue 

banking vacation untll 12/31/2013, up to the limlts described on the schedule below. 
• Emproyees who have already banked more than the maximum amount of vacation based on 

the schedule below (includfng any vacation and service credits) cannot bank more after 
12/31/2009, but will be grandfathered with the amount they have banked. 

• No additional banking will be permitted after 12/31/2013. The last opportunity to bank 
vacation will be in December 2013. 

• Banked vacation wiU be paid out at the final rate of pay at retirement 
Vacation Credit Program: 
• Employe~ will be eligible to receive one week of vacation credit each year beginning at age 

51, up to their annual vacation entitlement A maximum of 240 hours will be awaR:ted. 
• Employees who are at least 51 years old as of 12/31/2013 wUI continue to receive vacation 

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

old as of December 31, 2013. Those employees "only" hired prior to January 1, 1997 will 
receive theJr vacation credits up to the amount of vacation time they were eligible tor as of 
January 1, 2005. 

• Vacatton credits wlll 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, 2013. Effective 
Jan~ 1, 2014, employees will be granted a 6111 week of vacation time off durlng their 32nd 

and 33 year of employment In lieu of a week of service credit. 
• An employee who has already reached their maximum of vacation bank before January 1, 

2014 will receive their 6111 week of vacation as "time-off' in lieu of a service credit in years 32 
and 33 of employment 

• Service credits will be paid out at the final rate of pay at retirement. 

The Schedule; 
Age as of 12/31/2009 

_,//(Al__ 
_,...{~~ 

Jim O'Connor 

June 15, 2009 

47 
48 
49 
50 
51 
52 
53 
54 
55 
56+ 

Maximum Banked Vacation 
Weeks (including vacation and 

service credits) 
10 
10 
10 
12 
14 
16 
18 
20 
22 
22 
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June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CfO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Short Term Disablllty Issues 

Dear Mr. Feldhaus: 
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JIM O'CONNOR 
. Vice President 

Labor Relations 

Duke Ener,y Corporation 
. EA506 I 139 East Fourth St. 

Clric/nnatl, OH 45202 

513-4l9,S143 
513-403-4147 ce/1 
513-419-5313 fax 
jim.o'connor@duk&-efll!tfl(l.com 

During the 2009 negotiation meetings, the Union expressed concern about delays that 
have occurred and delayed pay of employees who have attempted to gain approval for 
Short Tenn Disability (STD) benefits. 

The Union was assured that In situations where employees experience administrative 
delay In the approval process for Initiating or extending STD pay, they may request use 
of available vacation pay and/or personal days to avoid the temporary loss of pay due to 
the delay. The requests are subject to management approval, but under normal 
circumstances they wlfl be granted. When the Company's third party administrator 
approves STD retroactively, the pay coding for those days wUI be amended to reflect the 
payment of STD and the vacation and/or personal day hours wlll be added back to the 
employee's total amount of unused days for that calendar year. 

It was aJso agreed that after the conclusion of the 2009 negotiations the Company 
would make arrangements for the union leadership to meet with company 
representatives and a representative from the third party administrator of STD, to 
explore how improved understanding of the process and better communication may 

.. help to prevent unne~ssary delays to STD approval in future cases. 

Very truly yours, . __,., . . 

~~.{:)~ 
Jim O'Connor 
VP, Employee & Labor Relations 
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April 01, 2017 

Mr. Andrew Kirk 
Business Manager 
Local Union 1347 
International Brotherhood of 

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

Re: Partial Day Vacations & Vacation Carryover 

Dear Mr. Kirk: 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

During the 2017 negotiation meetings, the committees for the Company and the Union 
discussed the use of vacation in less than whole day increments and vacation carryover. 

The Company agreed that upon ratification of the 2017 Agreement, department managers will 
review their individual work groups and where it will not disrupt normal operations, at their 
discretion, permit requests for partial day vacations in increments of one-half the employee's 
scheduled work day. However, use of the half-days is limited to two whole days {four half-days) 
per calendar year for use either at the start or end of the work day. It was further agreed that 
requests for these partial days must be made at least five calendar days prior to the date 
requested and must be approved by supervision. However, because of extenuating 
circumstances, a partial day off with less than a five calendar day notification may be approved 
by an employee's supervisor. 

It was also agreed that henceforth employees entitled to a vacation may carryover up to a 
maximum of 80 hours of vacation into the next year. The amount of carryover vacation 
available in any calendar year may not exceed the 80 hour maximum. Use of vacation carried 
over may be taken any time during the fo llowing calendar year, subject to approval by 
supervision and the terms outlined in the Agreement for vacation use. 

Sincerely, 

MA~ 
Director, Labor Relations 

A-66 
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June 15, 2009 

Mr. Steve Feldhaus 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re; Union Employee Incentive Plan (UEIP) 

Dear Mr. Feldhaus: 
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JIM O'CONNOR 
. Vice President 

labor Relations 

Duke E~r,y C«poration 
EA506 / l39 East Fourth St. 
Clnclnnat,: OH 45202 

513-419-5743 
513-403-4l47 cell 
513419-5313 fax 
Jfm.o'connor@duke-en61(/f.com 

During the 2009 negotiations, the parties discussed additional Incentive pay 
opportunities for employees represented by IBEW 134 7 in conjunction with the 
transition to the New Retirement Program, and agreed that. during the term of 
tha 2009 through 2014 Agreement, the following shall apply. 

1. AU employees who volunteer or are mandatorily converted to the 
New Retirement Program under the Cinergy Corp. Union Employees· Retirement 
Income Plan (the "RIPH) will have an annual incentlve opportunity with a 5% 
maximum (2% minimum, 3% target, 5% maximum) payout level. 

2. AH employees who participate in the Traditional Program under the 
RIP will continue to have their current annual Incentive opportunity with a 2% 
maximum (1.0% minimum, 1.5% target, 2% maximum) payout level. 

Very truly yours, 

_/4C)~ 
Jim O'Connor 
VP. Employee & Labor Relations 

67 
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April 01, 2017 

Mr. Andrew Kirk 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
2100 Oak Road 
Cincinnati, Ohio 45241 

Re: Overtime Guidelines 

Dear Mr. Kirk: 

Attachment RHM-4(d) 
Page 155 of 177 

Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

During the 2017 negotiation meetings, the committees for the Company and the Union 
discussed the following process for contacting employees in Distribution Construction & 
Maintenance (Overhead and Underground, excluding Electric Trouble), Transmission Lines and 
Brecon Heavy Equipment, for call-out overtime and for evaluating overtime responsiveness. 

When the Company determines that a call-out is required, management will contact employees 
at the appropriate Operation Centers and will document the call and the response. The size of 
the crew will be the determination of management. 

Overtime Lists 

The Company will maintain and utilize one overtime list for the purpose of identifying employees 
for scheduled and unscheduled overtime opportunities. Selection wil l be based on the lowest 
amount of overtime hours worked and waived. The Company will discontinue the use of 
separate lists. 

The Company will also maintain an Out of Town list for the purpose of identifying employees 
who will be contacted for emergency work assignments performed out of town requiring an 
overnight stay. Employees will be contacted based on the lowest amount of overtime hours 
worked. Hours accumulated will be carried by each individual from location to location and from 
classification to classification . New hires will be averaged into the list. Assignments for 
emergency overtime opportunities involving work for other utilities not owned or operated by 
Duke Energy, will be made on a voluntary basis based on overtime hours worked. 

Hours will be considered waived when the employee fails to respond and/or declines the 
overtime opportunity. Hours charged as waived will be based on the lowest amount of time 
worked by the responding crew member(s). 

A-70 
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If it is necessary to assign overtime to someone, the employee(s) will be assigned based on the 
lowest amount of overtime hours worked. Nothing in this letter will preclude an Operations 
Center from determining qualifications for specific assignments. 

Call-out Responsiveness Rate 

A call-out is defined as a contact or attempted contact by the Company to an employee who is 
not currently working for the purpose of performing work. The response rate expectation for the 
above-referenced work groups shall be reviewed quarterly based on a rolling 12 (twelve) month 
average. An average response rate of at least 33% must be maintained by each employee. The 
response rate shall be calculated based on the employee's cumulative responses during the 
rolling twelve-month period. 

Call-out Responsiveness Measures 

• Employees will provide the Company with accurate contact information and keep contact 
information up to date. 

• Employees will be contacted, via contact information they provide, to report for job 
assignments. 

• If Management determines the need for a "preferred volunteer" crew at an Operations 
Center, employees will be able to volunteer for the ••preferred volunteer" crew and that 
crew(s) will be contacted before utilizing the overtime list. 

• After contacting the preferred volunteer crew at an Operations Center, if additional 
resources are needed, employees will be contacted in order based on low overtime 
hours (worked and waived). 

• If an Operations Center does not have a preferred volunteer crew, employees will be 
contacted in order based on low overtime hours (worked and waived). 

• Employees that accept or decline an unscheduled overtime work assignment or an out 
of town work assignment (at any facility or location owned and/or operated by the 
Company) will be credited a 11response" or a "non-response" as appropriate. 

• Employees that accept or decline an unscheduled overtime work assignment for a utility 
not owned or operated by the Company, will not be credited with a "response" or a "non­
response". 

• Employees held at the end of a regularly scheduled work day for overtime assignments, 
will not be charged with a "non-response" if after being released from that overtime 
assignment, they are subsequently called for an overtime assignment and are unable to 
respond. 

• Employees held over by the Trouble Desk for additional work following a scheduled 
overtime assignment, will be credited a 11response" or a 11non-response" as appropriate. 

• During emergency work assignments, an employee will receive a maximum of one 
response or non-response as appropriate, for the duration of the event. 

• The response rate will be calculated on actual call-outs and responses to those call-outs 
based on the above criteria. A minimum of eight call-outs are required for the calculation 
of the response rate. 
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• Employee(s) who have been unavailable for call-out due to time off work protected by 
applicable law or Company policy and who do not have the minimum eight call-outs and 
9 months of full duty will not have response rate calculations until they meet both 
requirements. The 9 months of full duty availability do not have to be consecutive 
months. 

• Employees will be eligible to receive an incentive award based on a call-out response 
rate to be determined. 

Employees failing to maintain at least a 33% response rate will be subject to progressive 
corrective action beginning with an oral warning. Any particular corrective action will remain in 
effect and subject to further corrective action, until the employee has met the call-out 
responsiveness rate expectations in four consecutive quarterly reviews after that action. In 
addition, he/she may not be permitted to travel out of the Ohio/Kentucky service territory on 
emergency work assignments unless approved or designated by the Supervisor. 

Employees who were under the 33% response rate in the previous review period, will not be 
subject to corrective action again if they remain under the required response rate at the 
subsequent review because they were not contacted for the minimum number of overtime 
opportunities. 

If the Customer Average Interruption Duration Index (CAIDI) has not improved by July 1, 2019, 
the Company reserves the right to initiate a one-time reopener with the Union solely concerning 
these overtime guidelines, during the term of the Agreement. 

Based on the foregoing, this letter supersedes any prior letters or agreements among the 
parties relating to this matter. It is thought that the above adequately describes the parties 
agreement on this matter. 

Sincerely, 

~-~ 
~Al~aro 
Director, Labor Relations 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

April 2, 2014 

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

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

Re: Temporary Assignments at Other Locations 

Dear Mr. Reilly: 

During the 2014 negotiations, the parties discussed temporary assignments by maintenance 
employees within Midwest Commercial Generation and Regulated Generation. 

When it is necessary to temporarily assign a Holst Operator, Material Services Team Member, 
Maintenance Services Team Member, a Maintenance Technician, a Maintenance Journeyman, 
or a Maintenance Apprentice to a generating facility other than their regular headquarters, the 
Company will make the assignment in accordance with Article V, Section 9 of the Collective 
Bargaining Agreement. For employees in the above mentioned classifications who receive less 
than a twenty-four hour notice of a temporary change in location, the Company will provide 
premium pay for all straight time hours the employee actually works at the new location, up to 
twenty-four hours after the notice was provided. To prevent stacking of benefits, such premium 
pay will not be provided when employees aJready are receiving overtime compensation for 
hours worked at the new location. No notice is required when the above referenced employees 
are retuming to their regular headquarters. 

The administration of this provision in no manner restricts the right of the Company to have an 
employee report to another location or facility temporarily once they have reported to work at 
their regular headquarters. In this case, no premium will be paid when the employee begins and 
ends their regularly scheduled shift at their assigned headquarters 

It is thought that this letter accurately describes the parties' agreement relating to a temporary 
change in reporting location. · · 

Sincerely, 

-~w 
Alvaro 
r, Labor Relations 

www.duke-energy.com 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

April2,2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 
Electrical Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Retirement Savings Plan Changes for Traditional Pension Plan Participants 

Dear Mr. Reilly: 

During the 2014 negotiations, the Company and the Union discussed the benefits provided to 
traditional plan participants under the Duke Energy Retirement Savings Plan ("RSP"}. This 
letter sets forth the related changes that were agreed to by the Company and the Union during 
the 2014 negotiations. 

Matching Contribution 

The Company agreed that, effective January 1, 2015, the matching contribution formula 
applicable under the ASP for traditional pension plan participants will change to the following: 
Each pay period, the Company will match 100% of each eligible traditional plan participant's 
before-tax and/or Roth contributions (excluding "catch-up• contributions) contributed to the ASP 
for the pay period for up to 4% of his/her eligible pay, plus 50% of the eligible traditional plan 
participant's before-tax and/or Roth contributions (excluding •catch-up• contributions) 
contributed to the ASP for the pay period for up to the next 1 % of his/her eligible pay. For 
purposes of clarity, traditional plan participants will not be eligible to receive incentive matching 
contributions for periods. after the 2014 plan year. 

Compensation 

The Company agreed that, effective January 1, 2015, the definition of eligible pay for purposes 
of determining the amount of traditional plan participants' before-tax, after-tax and/or Roth 
contributions (including "catch-up contributions) under the ASP wm be expanded to include 
incentive pay, as well as base pay, unused vacation pay (when paid) and overtime pay, which 
are currently Included in eligible pay. For purposes of clarity, there will be no change to the 
definition of eligible pay used to determine the amount of Company matching contributions 
made on behalf of the traditional plan participants under the ASP, which definition only includes 
base pay and unused vacation pay (when paid). 

It is thought that this letter accurately describes the agreement reached by the parties regarding 
the ASP. 

www.duke-energy.com 
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~ .. Alvaro 
Director, Labor Relations 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

April 2, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 
ElectricaJ Workers, AFL-CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Re: Safety Shoe Policy 

Mr. Reilly: 

During the 2014 negotiations, the Company and the Union discussed the new Safety Shoe 
Policy describing appropriate footwear to be worn by employees in certain departments as 
referenced in this letter. 

To facilitate compliance, the Company will provide an initial reimbursement for existing 
employees and subsequent new hires as described below for employees to purchase two (2) 
pairs of boots that meet the requirements for their position. 

1. The Company will reimburse employees in Transmission C&M and Distribution C&M for 
reasonable expenses associated with the initial purchase of two pairs of boots. 

2. The Company will provide reimbursement not to exceed $300 for the initial boot 
purchase for employees in Fleet Services, Supply Chain, and Metering Services. 

3. Employees wilJ not be eligible for this initial reimbursement if they were previously 
provided reimbursement by the Company for two pairs of compliant boots to ensure that 
there is no duplication or stacking of benefits for this purpose. 

Going forward, employees in the above referenced groups, will be eligible to receive 
reimbursement not to exceed $300 every two years for the purpose of replacing worn boots. 
Employees are expected to manage their boot allowance as they deem best, provided that · 
reimbursement will not exceed $300 every two years. 

Empfoyees are expected to purchase footwear from a vendor of their choosing that meets the 
requirements for the type of work they are required to perform in compliance with departmental 
requirements. Employees are required to wear compliant footwear at all times when they are 
working. lndividuaJ business units may choose to implement variations ot the policy with 
respect to specific shoe requirements based on the work environment in that department and 
reimbursement approach. 

www.duke-energy.com 
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Prior to any reimbursement, employees are required to provide a copy of the receipt and also 
proof that the boots meet the departmental standards. It is the Company's expectation that this 
reimbursement will be sufficient for employees to maintain protective footwear for work 
purposes. Employees who experience legitimate damage to their boots related to work 
activities, as determined by Management, should contact their supervisor to make 
arrangements for replacement. 

It is expected that impacted employees will be in compliance with the Company's new Safety 
Shoe Policy by July 1, 2014. 

Sincerely, 

-~ 

Alvaro 
or, Labor Relations 
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April 0'1 , 2017 

Mr. Andrew Kirk 
Business Manager 
International Brotherhood of 

Electrical Workers, Local Union No. 1347 
2100 Oak Road 
Cincinnati, Ohio 45241 

Dear Mr. Kirk: 
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Duke Energy 
139 East Fourth Street 
Cincinnati, OH 45202 

During the 2017 negotiations, the Company and the Union discussed the Safety Shoe Policy describing 
appropriate footwear to be worn by employees in certain departments as referenced in this letter, and the 
reimbursement process. The reimbursement amount specified in this letter, replaces the $150 
reimbursement outlined in Sidebar Letter A-76 (Generation Foot Protection Policy). All other provisions of 
Sidebar Letter A-76 remain in effect. 

To facilitate compliance, the Company will provide an initial reimbursement, not to exceed $200, for new 
hires within the Field Services Division (Telecommunications) and Fossil Hydro Operations {FHO) for one 
(i) pair of boots that meet the requirements for their position. 

Existing employees, in the above referenced groups, will be eligible to receive reimbursement not to 
exceed $200 when they are next eligible to receive reimbursement by the Company, for the purpose of 
replacing worn boots. 

Going forward, employees in the above referenced groups, wlll be eligible to receive reimbursement not 
to exceed $200 every two years, for the purpose of replacing worn boots. Employees are expected to 
manage their boot allowance as they deem best, provided that reimbursement will not exceed $200 every 
two years. 

Employees are expected to purchase footwear from a vendor of their choosing that meets the 
requirements for the type of work they are required to perform in compliance with departmental 
requirements. Employees are required to wear compliant footwear at all times when they are working. 

Prior to any reimbursement, employees are required to provide a copy of the receipt and also proof that 
the boots meet the departmental standards. It is the Company's expectation that this reimbursement will 
be sufficient for employees to maintain protective footwear for work purposes. Employees who 
experience legitimate damage to their boots related to work activities, as determined by Management, 
shou ld contact their supervisor to make arrangements for replacement. 

Sincerely, 

M~~ 
Director, Labor Relations 

A-76 
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June 20, 2013 

Mr. Donald Reilly 
Business Manager 
Local Union No. 1347 
International Brotherhood 

of Electrical Worxers 
4100 Colerain Avenue 
Cincinnati, OhiO 45223 

RE: Transpottatlon Senior Servicer Wage Rate 

Dear Mr. Reilly: 

Reference is made lo our recent conversation regarding the starting wage rate and wage progression for 
the Transportation Senior Servicer job classification. This is an entry level position with a starting wage of 
$12.50 per hour. Per our discussion, 1he Company is adjusting the minimum 1Nage rate to $17.00 per 
hour. As with other entry level positions. the Company reserves the right to increase or decrease the 
minimum wage rate based on market conditions. 

In addition. we discussed that after tho successful completion of their probatlOnary period, employees in 
this cl•sification will receive an increase to S0.65 below the maximum wage rate for this classification. At 
this point. the wage progression wfll be as outlined in the Collective Bargaining Agreement and the 
Patrick P. Gibson Letter. 

I befieve that this retter accurately describes our conversation regarding this Issue. If you are in 
agreement. please sign and return this letter to me. 

Very truly yours. 
,.,.. -1 / •. • II 

.·•.:,· . .- :' - ~ i~:.·r.'.,/'J-./ , ~· 1·· , . '~ .... _ ..... ~· <. ' ··}· 

Michaef A. Ciccarella 
labor Relations Consultant 

For the Union: 

~/-.-..~·~-~~--
Business Manager, Local 1347, lBEW 

77 



Attachment RHM-4(d) 
Page 165 of 177 

.. /,DUKE 
'·~" ENERGY, 

January 15, 2U14 

Mr. Donald Reilly 
Business Manager 
Local Union No. 1347 
International Brotherhood 

ot E1ectnca1 won<ers 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

RE: Revised Material Sennces Team Member Job Desr;,tiptlon • EBS 

Dear Mr. Hei!ly: 

Ot.lke€n&ur 
1.39 Ea!il FOUtth St 

Cinannah. OH -15201 

Reference is made to our meeting held on January 10. 2014 to discuss lhe Company's Intent to revise the 
East Bend Material Services Team Member job deseriplion. Originally established in 1997, !his position 
encompassed the Coal Yard Helper, Conveyor Operator. Mobile Equipment Operator, and Assistant Fleet 
Operator. The duties of the Assistant Fleet Operator, of which lhe wage rate of the MSTM is equal to, are 
no longer being perfomted. 

The minimum wage rate tor tne reV1.sea MSTM •NIii be S14.49 (currently $12.Z'J) per hour, and rne 
maximum rate will equal the maximum hoCJrly rate ror Wage level 15 whicn is cUTently S29.94. The 
minimum wage rate is not subject to the annual wage increase, and the Company reserves the right lo 
raise minimum rate at its discretion Employees may be praced at a higher wage rate based on education 
and experience as follows; 

Ye(Ws of 0/rectlw Rfhte:d Extuldtnt:• 

EdutUltian NoM >1Yev >JYears >5Yl!lllt9 >IYHl'S >10Ynrs 

rv.o year rec:hnieial deg,ee plus 1e11ted tM:Kl( 
$ 14.49 s 18 .. 04 $ 1758 s 19.13 J 2067 $ '20.61 

b9afflU. 
som• ac,vanQlld ed.leaion pt yeat) non- NO s 1-449 $ 1SIJ4 s 1758 $ 1913 s 20.67 
degreed In rel.Iced cotna or deg!H in non-
rel;ltedcourse or t yearb'adltdfQre. 

Hillh School Gr.ldu.1t• Of -IIY~. NQ NO s 1~.49 s 1604 $ 1758 s t9. 13 

Article lff. Section 7 (t) of the Collective Bargaining Agreement wifl not apply to this position in regard to 
eslabl1shlng an employee's wage rate. Existing employees accepting this position will nave their hourty 
rate established acccroing fo Iha table abo'ie based on experience and education. AJI other provisions of 
Miele Ill. Section 7 (f) apply. 
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Current pay structure, whieh is associated with the Skills Qualification Plan, is no tonger supported. Going 
forward, pay ptogression will be as folfows; 

AJ Employees w111 ne evatuate<J ana given a pay mcrease every six montns as provtaea ror 1n tne 
·Patrick P. Gibson Letter' dated December 29, 2000. 

8) Intent is ror employees starting at the minimum rate of pay to reach maximum pay in five years. 

C} In lieu of the $0. f o inaeasa as pro"llided for in the Collective Bargaining Agreement each increase will 
be detennined by taking the difference betw'een the entry and maximum wage rate and dl\lfding by 
ten. rne ment increase amount w.11 De adjusted annually 1n conJunctton with tne Genera, Wage 
Increase. 

0) Increase fs ro be based on satisfactory perlonnance. Factors lo be considered are attendance, job 
perlonnance, completion at required !raining, and disciplinary record. 

E) If a merit increase ls denied, the employee wYf not be eHgibla for an increase until the next seheduled 
mc,ease. 

F} Employees on short tenn disabilily, military leave, or leave of absence greater than thirty days may 
have the merit Increase delayed by the length of time equaJ to the absence. This pro'Jision will be 
applied consistent with the Family & Medical leave Act, and all other applicable laws and company 
porrcles. 

I his agreement 1n no manner resrncts tne Company from re'ilsrng tnis tr11s job descnption m tne tuture. It 
lhe job description Is modified at a Mure date, all applicable provisions of !he Collective Bargaining 
Agreement will apply. 

I believe that this letter accurately describes our conversations regarding !his issue. If you are in 
agreement, please sign and return this letter lo me. 

M1cnaet A. c,ccareua 
Labor Relatfons Consultant 

for tne uruon: 

OonRet y 
BUSfness Manager, Local 1347, JBEW 

/-zo-/y 
Date 
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August 'Zl, 2013 

Mr. Donald ReHfy 
Business Manager 
Local Union No. 1347 
International Brotherhood 

of Electrical Worxers 
4100 Colerain Avenue 
Cincinnati, Ohio 45223 

RE: Repair S@alist and Sr. Repair Mechanic Job Classiffcations 

Dear Mr. Reilly. 

DtJkeEnergy 
139EastFoutthSt 

Cincinnati, OH 45201 

Per our recent dJscussions the Company is modifying the Senter Repair Mechanic (#67567) Job 
description. W& agreed that the modifications are not significant enough to warrant a re.evaluation of this 
position and the wage rate will remain as estabffshed. CurrentJy, this ls Level 20 with a maximum rate of 
$34.62 per hour. 

We also dlsaJssed the re--dassiflcation at the sole remaining Repair Speciafist This employee, Michael 
DieckmaM. will be reclassified as a Senior Repair Mechanic (at the maximum rate of pay) Oil the first pay 
period after the Company receives a signed copy of this agreement In accordance with the CollecUve 
Bargaining Agreement, this date will also be Mr. Dieckmann's classified senlori1y date. 

I would like to emphasize that the Repair Specialist position Is not being discontinued at this time and the 
Company reserves the right to fill Mure vacancies in this classification as business needs crrctate. 
Furthermore, this agreement in no manner waives the Company's right under lhe Collective Bargaining 
Agreement to revise either job description at a fUture date. 

t believe that this letter accurately desaibes our conversations regarding this issue. It you ara in 
agreement. please sign and return this letter to me. 

Very truly yours, 

'1J1da/~ 
Michael A. Ciccarella 
Labor Relations Consultant 

For the Union: 

Don Reily 
Business Manager, lac.al 134 .~ 
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March 20, 2014 

Mr. Don Reilly 
Business Manager 
Local Union 1347 
International Brotherhood of 
Efectrical Workers, AFL..CIO 

4100 Colerain Avenue 
Cincinnati, Ohio 45223 

Mr. Steve Bowermaster 
President 
Local 5541-06 
United Steerworkers 
Todhunter Headquarters 

Mr. John Waits 
President 
Local 12049 
United Steelworkers 
VaJJey View Headquarters 

Re! Separation of Gas and Electric Customer Premise Work 

GenUemen: 

Ot1lt,t /:fl·lf'.J1 
~ ;;J :I 1$t F1.~t.,-:1"l su .. ;~; 
~>-c1r.r\"!!• r;t• t== :?('°2 

In late 2013, the Company and the Unions resumed discussions concerning the 
separatfon of the workforce that performs combination gas and electric duties on 
customer premises. 

As soon · as practical and except as provided below, Servfce Delivery employees 
represented by IBEW Local 1347 will not be assigned to perform gas customer premise 
work, lncfudfng but not limited to, disconnection of gas service for f aifure to pay. 
Further, Gas Operations employees represented by USW Locals 12049 and 5541-06 
wHI not perform electric customer premise work. Including but not limited to, 
disconnection of electric service for failure to pay. Whife the Company will detennine 
the effective date of this agreement, separation will occur simultaneously for Gas and 
Electric empfoyeea. 

However, the Company reserves the right to assign gas and efectrfc customer premise 
work to the first responder who is qualified to safely perlorm the work, regan:ffess ot the 
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department or union affmation 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 thfs tlma for employees assigned to perform gas or electric 
customer premise work. Employees will continue to be expected to comply with 
regulations and department work ruf es as determined by management, including but not 
limited to, home site reporting expectations. 

Based on the foregoing, this letter supersedes any prior letters or agreements among 
the parties relating to this matter. It Is thought that the above adequately describes the 
parties' agreement on this matter. 

Sincerely, 

~ iliui. lll 
Ja . Alvaro 
Of or, labor Relations 

AGREED TO BY: 

/BEW Local 1347, by: 

Oon~//L# 

USW Local 12049, by. 
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April 01, 2017 

Mr. Andrew Kirk 
Business Manager 
International Brotherhood of 
Electrical Workers, Local 1347 

2100 Oak Road 
Cincinnati, Ohio 45241 

Re: Lineperson Program 

Dear Mr. Kirk: 
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Reference is made to the parties efforts and discussions related to the hiring of 
Linepersons. This correspondence will supersede all previous correspondence 
pertaining to this subject. 

Employees hired into the Groundperson or Lineperson C classification will be 
provided training and required to progress satisfactorily through the Lineperson 
sequence to the Uneperson "A" job classification in accordance with timeframes 
provided below, excepting legally protected time off that may delay progression. 

Groundperson 3-6 months 

Llneperson C 15-18 months 

Lineperson B 24-27 months 

Total apprenticeship time 42-51 months 

New employees with prior line experience hired into the Lineperson Program from 
outside of the Company or transferred from within the Company will be employed 
with the understanding that the promotional principle of the Uneperson Program will 
be the controlling condition from the tirne they enter the Lineperson sequence until 
they become a Lineperson "A". 

Employees are required to successfully progress to remain employed in the 
Lineperson Program. Inability to successfully progress means that two successive 
written examinations, or two successive practical demonstrations were not passed as 
determined by the Company. The employment of an individual who does not 
progress satisfactorily will be terminated. 

A-81 
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Commercial driver's license (COL) Driver's Training will be given to employees 
entering the Program. If an employee does not pass the driving CDL test, 
consideration will be given to retesting the employee based on the existing 
circumstances and the trainer's evaluation of the employee's driving aptitude and 
potential. Employees are expected to successfully acquire a CDL license within their 
first 6 months of employment. 

Employees in the Lineperson Program will be required to successfully demonstrate 
pole climbing aptitude throughout their training and progression. Any individual who 
does not exhibit climbing aptitude satisfactory to supervision will be subject to 
immediate termination. 

Employees in the Lineperson Program will be assigned to an Operations Center 
based on the Company's staffing requirements, the employee's seniority status, and 
the employee's headquarter preference. 

Employees will not be permitted to bid to other headquarters until they have 
successfully completed all the necessary skills and training and the Company has 
certified that the employee is qualified for promotion to Lineperson B. In order to 
effectively implement the required promotional principle, all employees in the 
Lineperson Program should submit a bid sheet to Labor Relations at least once a 
year for all locations and positions. In order for this program to work effectively, the 
Company will assign the senior qualified employee to an available opening, if such 
employee has not submitted a bid for consideration on all possible openings and 
locations for the posting being processed. This procedure is contrary to the 
established practice that the junior qualified employee is assigned to a position when 
no eligible employees have submitted bids for a particular job. 

An employee in the Lineperson job sequence will be permitted to cross bid from one 
location to another except when such employee is a probationary employee, a 
Groundperson or a Lineperson "C". Employees generally will not be upgraded during 
their training, absent business necessity as determined by management in 
accordance with Article V, section 20 (a). 

To the extent that this letter is inconsistent with the job descriptions and program 
procedures, the provisions of the letter shall prevail. 

Sincerely, 

~~ CA-4Jc~ 
Lisa A. Gregory ~ . . 0. 
Human Resources Principal 

cc: J. Sochacki 
V. Huffaker 
J. Wical 

2 
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April 01, 2017 

Mr. Andrew Kirk 
Business Manager 
International Brotherhood of 

Electrical Workers, Local Union No. 1347 
2100 Oak Road 
Cincinnati, Ohio 45241 

Dear Mr. Kirk: 
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This letter is to follow up on recent conversations held between the Union and management 
regarding concerns with potential conflicts of interest relating to the employment of relatives 
within 1 Distribution Force-Midwest (1 OF-MW) and the Transmission organization. 

As we discussed, the Company has an Employment Policy that prohibits conflicts of interest 
resulting from the employment of relatives. The "Employment of Relatives" section of the 
Employment Policy states in relevant part: 

For purposes of this policy, a relative is defined as an employee's spouse, domestic partner, 
brother, sister, parent, child, grandparent, grandchild, niece, nephew, aunt, uncle, including 
similar "step-relationships" and these same relationships of the employee's spouse or 
domestic partner. Each situation will be evaluated on an individual basis. 

A supervisor may not directly or indirectly manage his/her own relatives or those of his/her 
spouse or domestic partner (i.e., signature is required on performance management and/or 
salary actions). In addition, two or more relatives may not report to the same supervisor. 

Effective after ratification of the 2017 Agreement, if a conflict arises or if the results of a bid 
identify the potential for a conflict of interest as described above, the Company wm contact 
Union leadership to discuss possible solutions to resolve the conflict. Examples of solutions 
could include, but are not limited to, processing the bids as normal, processing the bids as 
normal and then allowing the employee to promote in place at their current work location, move 
the employee to one of their subsequent bid choices, etc. If the resolution results in creating a 
position, bids will be reevaluated to account for the newly created position. If the Company and 
the Union cannot mutually agree on a solution, within a reasonable amount of time, the 
Company reserves the right to move the employee to a location that does not create a conflict 
as described above. 

Sincerely, 

~a a. Dur;twtA..j 
Lisa A. Gregory U Q 
HR Principal 

A-82 
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April 01 , 2017 

Mr. Andrew Kirk 
Business Manager 
Local Union 1347 
International Brotherhood of 

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

Re: Production Technicians 

Mr. Kirk: 
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During the 2017 negotiations, the Company and the Union discussed the Production Technician 
job progression within the Fossil Hydro Organization (FHO) and the application of Article Ill, 
Section 7 (f) of the Collective Bargaining Agreement. 

The skills required for the Production Technician are station specific, and given the five year 
training program, the Company has concerns with retention within this classification. As such, 
any employee entering this job classification after the ratification of the 2017 - xxxx Agreement, 
will not be permitted to apply for Duke Energy positions outside of the Production Group for a 
period of three years. 

Sincerely, 

-~ 
J Alvaro 
D or, Labor Relations 

A-83 
www.duke-energy .com 
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April 01, 2017 

Mr. Andrew Kirk 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
2100 Oak Road 
Cincinnati, Ohio 45241 

Re: Union Employees' Incentive Plan (UEIP) -Joint Committee 

Dear Mr. Kirk: 
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During the 2017 negotiation meetings, the committees for the Company and the Union 
discussed the goals associated with the Union Employees' Incentive Plan (UEIP). 

The parties have agreed that, following the 2017 negotiations, a joint committee will be 
established to discuss the goals to be implemented in 2018 for represented employees working 
in the non-Generation areas of the business. 

It is further agreed that the joint committee is not limited to consideration of goals relating only to 
safety. The joint committee discussions may result in goals being established by the Company 
for purposes of the UEIP, relating to safety and/or non-safety measures. Any goals resulting 
from such joint committee discussions will be established no later than March 1, 2018, and in 
any event will not be effective for the 2017 performance period. If the goals are not modified as 
a result of these discussions, the goals will continue to be based on safety. 

· This letter does not impact Sidebar Letter A-67 regarding the level of UEIP opportunities, which 
remains in effect. 

Sincerely, 

- ~~ 
varo 
or, Labor Relations 

A-84 
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April 01, 2017 

Mr. Andrew Kirk 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-ClO 
2100 Oak Road 
Cincinnati, Ohio 45241 

Re: Leadperson - Senior Maintenance Electrician 

Dear Mr. Kirk: 
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During the 2017 negotiation meetings, the committees for the Company and the Union 
discussed the application of "Leadperson" within Substation for employees in the Senior 
Maintenance Electrician job classification. 

The parties have agreed that following the 2017 negotiations, a joint committee will be 
established to meet and discuss the roles and responsibilities of employees within Substation 
Maintenance in the Senior Maintenance Electrician job classification. The committee will 
determine when the lead person premium is applicable and establish guidelines for the 
application of the Leadperson premium going forward. As stated in Sidebar Letter A52, the 
Leadperson role will encompass duties and responsibilities beyond those contained within 
Senior Maintenance Electrician job description. 

It is further agreed that these guidelines will be established by no later than September 30, 
2017. 

Sincerely, 

-~ 
J aro 
D r, Labor Relations 

cc: Donald Broadhurst 
John Froehle 

A-85 
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Duke Energy 
139 East Fourth Street 
Cincinnati. OH 45202 

October 31, 2017 

Mr. Andrew Kirk 
Business Manager 
Local Union 1347 
International Brotherhood of 

Electrical Workers, AFL-CIO 
2100 Oak Road 
Cincinnati, Ohio 45241 

Re: Union Employees' Incentive Plan (UEIP) Goals 

Mr. Kirk: 

During the 2017 negotiations, the Company and the Union agreed to meet following 
negotiations to discuss the goals associated with the Union Employees' Incentive Plan for IBEW 
1347 represented employees working in the non-Generation areas of the business. 

As was agreed to, beginning with the 2018 performance period, the goals for those IBEW 1347 
represented employees working in the non-Generation areas of the business, will be the 
applicable corporate goals (i.e. earnings per share {"EPS"), operational excellence and 
customer satisfaction) and organizational team goals, as determined, in its sole discretion, by 
the Company. 

1. Eligible employees with a cash balance component in their Duke Energy Cash Balance 
Plan benefit or those employees with a Retirement Savings Plan benefit only, will be 
eligible for an annual incentive opportunity with a 5% maximum (2% minimum, 3% 
target, and 5% maximum) payout level based on corporate and team goals which may 
include safety, reliability, customer satisfaction or financial goals as established by the 
Company. 

2. Eligible employees without a cash balance component in their Duke Energy Cash 
Balance Plan benefit will be eligible for an annual incentive opportunity with a 2% 
maximum (1 % minimum, i .5% target, and 2% maximum) payout level based on 
corporate and team goals which may include safety, reliability, customer satisfaction or 
financial goals as established by the Company. 

It is thought that this letter accurately describes the parties' agreement relating to incentive 
opportunities. 

Sincerely, 

~d-~ 
Lisa A Gregory ff~ 
Human Resources Principal A-86 

www .duke-energy.com 
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DUKE ENERGY HEALTH AND SAFETY VISION 

Our health and safety vision is aimed at cultivating: 
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A healthy and injury-free workplace, sustained by behaviors that consistently demonstrate our commitment to 
the welfare of each other, our contractors and to the communities we serve. 
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Utilities experiencing pressure on multiple fronts 

"The Impact of Environmental 
Regulations on Power Generation" 

-Power Magazine, December 2018 

Ch.all.enging 
' ;Jh~ 4 ,,.4~"'" .;.~"Zer4 ,W ~~')!;{ 

r:~gyJatQry,;, 

Continued 
focus on 
core 
business 
growth/ 
technology 

"Utilities Speed Up Closure of 
Coal-Fired Power Plants" 

-Wall Street Journal, January 2019 

Growth in renewables 

\ 
'i ..... 

Distributed energy I 
beyond the meter 

"California's 'smart' 
energy future glows on 
the horizon - but how to 
get there?" 

focus t 
t t 

-CalMatters, February 2019 
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Utility financial performance was mixed in 2018 with weak shareholder 
returns 

• Top-line growth for utilities slightly improved after several years of sluggish growth 

• Earnings (both EPS and EBIT) experienced a decline and lagged the general industry 

• While 2018 TSR was positive for utilities, it was well below prior years 

Utility Industry General Industry - S&P 1500 
25% 25% • 2018 2017 2016 21% 
20% 18% 20% 

15% 17% 
15% 15% • 13% 

10% 
6% 7% l 10% 8% 7% 

4% 3% 
5% 5% 6% 

1 5%4% 
- 5%5% 

5% 

LJ 
2% 5% 

• . 3% 

0% • u - 0% 
-1% I • Revenue EBIT EPS llrsR 

-5% 
-4% -5% Growth Growth Growth 

-6% -5% 
-10% -10% 

Revenue EBIT EPS TSR I 

Growth Growth Growth I • 2018 2017 2016 

Source: S&P Cap IQ. 
Note: 2017 and 2016 Utility Industry financial performance reflect pri or years' peer groups. 
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Material compensation shifts not evident in 2018, but external pressures 
are a key force in driving utilities to reassess current program design 

Pace of change in the industry and the need to attract and retain new talent is forcing 
utilities to revisit total rewards programs 

Forces 

Future of work/automation of work 

Environmental, social and governance emphasis 

Increased regulation/scrutiny on pay 

Shift towards renewables 

Source: Utility Trends Pulse Survey. 

Compensation issues to solve 

Attracting and retaining a younger, tech-sawy 

workforce in an environment where automation is 

becoming more prevalent 

Driving focus on gender pay, talent 

alignment/inclusion, and diversity in a traditionally 

male dominated industry 

Requiring assessment of pay practices (e.g., CEO pay 

ratio, pay equity, etc.) and efforts to support rate 

recovery 

Forcing changes in traditional compensation models 

to compete for talent 
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Target compensation levels continued to increase, but at a slower pace 

• Select utility peers granted substantially smaller long-term incentive awards in 
2018 compared to 2017, impacting the median growth percentage of both long­
term incentives and target direct compensation from 2017 to 2018 

Median Change 

Pay Element 2015-2016 2016-2017 

Base Salary(1_l 2% 3% 

Target Bonus!2l 5% 3% 

Target Long-Term lncentives(3l 10% 12% 

Target total direct compensation increased 3% in 2018 (compared to 11% in 2017) 

Source: Proxy filings. See Appendix for participants. 
Data reflects CEOs in the role for the past 36 months (19 of 24 companies) and represents median of variances. 
(1) Base Salary includes annual pay 
(2) Target Bonus includes target annual bonus set at the beginning of the year 
(3) Target Long-Term Incentives include grant date value of stock options. restricted stock and performance plan awards 

2017-2018 

2% 

4% 

2% 
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"Hot jobs" - based on year-over-year median salary increase 

• The following positions were noted to have significant base salary increases from the 
prior year: 

Executive Roles 

Position 

Top Information and Cyber Security 

% change year­
over-year at base 

salary median 

12% I Executive I _ _j 
N - - - - - - -

Top Nuclear Services Executive 11 % 

-- " - i 

10% 
I 

Single Profit Center Head (nonregulated) I 
I 
I - ~ ~ " - " 

Top Technology Infrastructure Head 10% 

_,. - -
I 

I 

Top Nuclear Operating Executive I 10% i 
.. " 

Top Applications Development Executive 10% 

Top Strategic Planning and Development 
9% 

Executive 

Source: Willis Towers Watson 2018 Energy Services Compensation Surveys. 

Non-Executive Roles 

Position 

Nuclear Plant Operations Generalist 

IT Development Generalist 

Nuclear Quality Assurance Generalist 

IS and Cyber Security Development 

Application Development 

Nuclear Power Generation Technical 
Specialty 

Strategic Planning/Corporate 
Development Generalist 

% change year­
over-year at base 

salary median 

11 11% 
I __ ; ~ ---

11 % 

----
11 % 

10% 

-r---
I 10% 

10% 

l 9% 
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As base pay programs change, they are also getting more complex 

• At most utilities, six or more factors impact base pay increases to a great extent today: 

Percentage of organizations where factor affects individual base pay increases to a great extent: 

Achievement of individual goals 

Final rating in most current year-end 
performance review 

Concerns over market competitiveness 

Demonstration of knowledge and skills 
required in current role 

Criticality of the role 

Possession of skills critical to the success 
of the future business model 

Penetration in pay range for current role 

Achievement of team goals 

Concerns over internal equity 

Perceived potential 

Demonstration of company values 

Addressing gender pay equality 

Source: 2018 Willis Towers Watson Getting Compensation Right Su1Vey 

32% 

23% -

49% 
39% 

- 46% 
40% 

- 46% 
44% 

39% 
50% 

36% 

70% 
68% 

69% 
74% 

62% 
57% 
- 60% 

69% 

59% 

59% 
54% 

57% 
71% 

• Global 

Utilities 
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The move towards a more digital economy has disrupted traditional 
business models and increased the demand for digital talent 

Landscape: 
More than 9 out of 10 organizations are experiencing 
difficulty attracting and retaining professionals within 
digital talent ... utilities are facing the same difficulties 

As indicated in Figure 1, within the next three years, 
automation could be leveraged by 72% of 
organizations, while the use of free agents further 
increases to 82% 

Figure 1. Current and planned usage of non-traditional work sources 

Free agent 
workers 

36% 

Automation 

• Use Today • In Three Years 

20% 

-Workers on loan Free agents hired 
from other from online talent 

organizations platforms 

Most important factors for attracting 

61% Cash compensation (including sign-on bonus) 

Reputation of the organization as a great place 58% 
11 1 to work 

54% Interesting, challenging and varied work 
II I 

49% Flexible working arrangements 

37% I Health and wellness benefits 

Most important factors for retaining 

58% I Interesting, challenging and varied work 

43% I Flexible working arrangements 

42% 
Reputation of the organization as a great place 
to work 

39% I Cash compensation (including sign-on bonus) 

35% I Learning and development 

Source: 2018 Willis Towers Watson Digital Transformation Practices Report & 2018 Willis Towers Watson Artificial Intelligence and Digital Talent Compensation Survey - U.S. 
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Bonuses are well above target, but are decreasing year over year 

• The vast majority of utilities (80%) continued to pay CEO bonuses at or above 
target in 2018, similar to prior years; the average bonus is still well above target 
( 121 % of target, on average) 

> 150% 
] 21% 

26% 

of Target t 
33% 

58% 
100% - 150% 

58% of Target 
52% 

50%- 99% , 11% 

of Target ! 21% 
10% 

< 50% 0% 
0% 

ofTarget - S% 

5% 
No Award 0% 

0% 

0% . 10% 20% 30% 40% 50% 60% 70% 

Source: Proxy filings. See Appendix for participants. 

• 2018 

2017 

• 2016 
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Annual incentive plan designs have not materially changed given need for 
"balanced" focus on financial and operational measures 

EPS 

Net Income 

Cash Flow 

EBITDA 

4% 
ROE I 4% 

4% 

Operating Income 

Other Financial* 

Non-Financial 

Prevalence of Annual 
Performance Measures 

29% 
28% 

24% 

21% 
20% 
20% 

17% 
12°/o 
12% 

13% 
12% 
12% 

21 % 

20% 
24% 

• 2018 2017 2016 

Source: Proxy fi lings. S!)e Appendix for participants. 

83% 

84% 
84% 

* Examples of "Other' include Capita l Investment and Contracted Renewables Portfolio Growth. 

96% -92% 
88% 

Number of Measures 

Three Measures 

• Four or More 
Measures 

• 50% of utilities consider 
individual performance in 
plan design 
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Operational measures ensure focus on customers/ratepayers 

Prevalence of Non-Financial Measures 

Safety 

Operat'I / Ops. 
Perform . 

Customer Satis. 

Reliability 

Strategic Measures 

Environ . 
Impact 

Employee Engage. 

Diversity 

Other* 

22% 
22% 

26% 
26% 

27% 

18% 

17% 
17% 

23% 

26% 
22% 
23% 

35% 
35% 

36% 

• 2018 2017 2016 

Source: Proxy filings. See Appendix for participants. 
• Examples of "Other" include cyber safety and affordability 

61 % 

65% 
68% 

_ 64% 

- 65% 
::.J 65% 
59% 

74% 
74% 

87% 

91 % 
95% 
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LTI reflects continued use of performance plans and restricted stock 

LTI Vehicle Prevalence 

100% 100% 

Performance Plan Time-Vested Restricted Stock Stock Options 

# of LTI Vehicles 

Source: Proxy filings. See Append ix for participants. 

Companies using only one vehicle 

100% 100% 

33% 

0% 0% 

Performance Plans Restricted Stock 

• 2016 

2017 

• 2018 

0% 0% 0% 

Stock Options 

Companies using two vehicles 

87% 88% 89% 

Performance Plans 
& Restricted Stock 

Performance Plans 
& Stock Options 

• 2016 

2017 

• 2018 

0% 0% 0% 

Restricted stock 
& Stock Options 
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LTI award mix continues to emphasize performance-based awards 

• Average LTI award mix is at least one-half performance-based 

• Given the majority of companies use only 2 vehicles (71 %), this mix swings to at least 
two-thirds performance-based 

3 Vehicle Average Mix 

2 Vehicle Average Mix 
(Performance Plan and Restricted Stock) 

Source: Proxy filings. See Append ix for participants. 

Most 
common 

mix 

© 2019Willis Towers Watson. Alf rights reser.ed . Proprietary and Confidential. For Willis Towers Watson and Willis Towers Watson client use only. 

Time-Vested Restricted Stock 

• Stock Options 

• Performance Plan 

2 Vehicle Average Mix 
(Performance Plan and Stock Options) 

WillisTowersWatson l•l"l'l•I 



Performance awards tied to three-year performance cycles 
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• Performance plans typically pay out in stock, based on a three-year performance cycle 

Prevalence of performance 
plan payout 

• 2016 2017 • 2018 

92% 

75% 

Stock Cash 

Source: Proxy filings. See Appendix for participants. 
• "Mix" refers to a mix of stock and cash. 

Mix* 

Prevalence & length of 
performance plan cycle 

• 2016 2017 • 2018 

0% 0% 0% 4% 0% 0% 

1-Year 2-Year 3-Year 

0% 0% 0% 

4-Year 
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Multiple performance measures is the norm, with TSR being the most 
common measure 

• More common "other" performance measures include Return on Invested Capital 
(ROIC), EBITDA, Funds From Operations (FFO), and Credit Rating 

Number of Measures Performance Measures 

Prevalence of Long-Term Incentive Performance 
Measures 

100% 

Three 
Measures 

29% 

TSR I//,; ; ••~fr,.), •He . - ----- - - I ~~~: 
Two Measures 

46% Three or more 
Measures 

46% 

Four or More 
Measures 17% 

92% of companies use 2 or more measures 

100% of companies use TSR -
Source: Proxy fili ngs. See Appendix for participants. 

EPS 
l>,-7,; _';;;:::4"+"~ ~<:,,-;,i· - I 

Non-Financial 

Net Income 

ROE 

Cash Flow 

other 

© 201 9 Willis Towers Watson. Al! rights reser.ed. Propnetary and Confidential. For Willis Towers Watson and Wi llis Towers Watson cllent use only 

• 2018 

2017 

• 2016 
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Increase in use of modifiers in performance plans continues 

• Modifiers are becoming an increasingly more common design element of 
performance plans among utilities 
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• Modifiers typically cap the maximum payout % of target if performance threshold for modifier is not 
achieved 

• For the few instances of reported adjustment% of modifiers, award payouts could be adjusted by 
approximately +/- 20% to 25% based on performance 

• TSR is the most prevalent performance modifier 
• Profit/income and return measures are also utilized but less common 

0% 

Prevalence of Modifiers Among Utilities Peer Group 
Companies 

42% 

10% 20% 30% 40% 

• 2018 2017 • 2016 

Source: Proxy filings. See Appendix for participants. 

50% 

Prevalence of TSR 
Year Measure Among 

2018 

2017 

2016 

Modifiers 

70% 

67% 

60% 
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Aligning ESG with incentive design - utility industry leading the way 

• Prevalence of Environmental, Social and Governance (ESG) related measures in utility 
company short and long-term incentive plan designs: 

• 
• 
• 

Use a fatalities, injuries or incidents metric to measure 
safety with a slightly smaller number using a DART, Days 
Away, Restricted Time or related metric (42%) 

Use an environmental metric in their STIP or LTIP plans, 
with half specifically using renewable development 

Have a diversity or culture related metric in their STIP, 
while none have an L TIP metric 

90% 
80% 
70% 
60% 
50% 
40% 
30% 
20% 
10% 
0% 

Utility Industry ESG Metric 
Prevalence 

79% 

~et, 
e:;'lf 

54% 

33% 29% 

·:P 
.~"-
~ 
~ 

'b-· 
~ 

~0 

.~o~ 
«l" 

,$-0 
§ 

'b-0 

/...;J:--4, 
. ~0 

()" 

Safety, by nature of the industry, is the most prevalent ESG metric category, however as 
investor opinions change on the environmental impact of operations, it is expected that 

pressure will increase to include environmental factors. 
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One out of five utilities have defined a formal Total Rewards philosophy 
for different segments of their workforce 

Has your organization defined a formal 
Total Rewards philosophy for different 
segments of your workforce? 

1 -+ On what basis do you segment your workforce? 

I 88% 90% 
I 
I 
I 
I 
I __________ , 

38% 40% 

• Yes • No 

Energy & Utilities 20% 
Percentage of organizations 
that responded Yes to 
above question. 

25% 19% 17% 19% 

-----. • 
I By role By skills By performance By seniority 
I 
I 
I 
'"----+ Which Total Rewards elements do you differentiate? 

Compensation 

Incentives 

Retirement/Financial I, _ '% 
benefits ____ 33% 

Health and wellbeing ·· · · · 
benefits 41 % 

78% 

Source: 2018 Willis Towers Watson Modernizing Tota l Rewards Survey 

• All organizations 

Energy & Utilities 

WillisTowersWatson 1,1"1'1•1 
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Implications of Renewable Energy 
on Compensation 
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Renewable energy labor market compensation implications 

• Tightening labor market, particularly for business development and specific supporting roles (e.g., 
project finance and engineering) with relevant industry experience 
• Variety of different organizations entering the industry, including traditional utility and energy, international power 

generation, infrastructure/asset managers and private equity, with different compensation models 

• Increasing challenges with attraction and retention of key talent to deliver upon aggressive growth 
mandates 

• Resulting in compensation pressures, including premium pay positioning (e.g., 75th percentile or higher) 
and customized incentive arrangements related to development, construction and operations 

• The following summarizes a market-typical design of a customized incentive arrangement: 

Pool 
Definition 

(Profitability= 
Volumex 
Margin) • 

Illustrative - Pool-based Approach 

• 
Individual 
Allocation 
(Awards made 

on a 
discretionary 

basis to 
parlicipants) • 

Majority of the pool is typically 
provided to Key Leads in the 

development process 

Milestone 
Payments 

(Between close 
of deal through 

construction 
and 1-2 years 

post­
operations) 
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Governance & Regulatory Trends 
(Utility and Broad-Industry) 
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The future of the Compensation Committee 
Key drivers of the expanding role 

CEO letter from 
Blackrock 

Greater focus 
on human 
capital 
management 

Employees 
and customers 

• Brand 
differentiator 

• Depth and 
breadth of talent 
pools through 
organization 

Risk mitigation 

External 
parties 

• U.K. gender pay 
reporting 

• CEO pay ratio 

• ISS/GL focus on 
gender diversity 

Disruption 

• Increasing pace 
of change 

• Cultural risks: 
cybersecurity, 
reputation , 
safety 
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Business 
imperative 

• Positive human 
capital practices 
support 
business 
performance 

• Total rewards 
leaders more 
easily attract / 
retain 

Value creation 

WillisTowersWatson 1•11 1"1•1 
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The future of the Compensation Committee 

Expanding role of compensation committees 

~ 

L 
[ 
[ 

tt 

* 

------, 

___,j 

J 
r•" • • \..• .J J 

°' 

Gender or fair pay 
• What is the demographic mix of employees through the organizat ion? 
• Do we have pay gaps related to female and male employees in similar jobs? 
• Do we have systematic or historical biases in our performance ratings and related pay 

decisions? 

Future of work·, .. , 
• What are the technology advances impacting business strategy? 
• What is the future of how work will get done and how do we need to be structured? 
• Do.we have the right skills and capabilities - do we need to buy or reskill? 

Inclusion and diversity 
• How does our employee base align with the future needs of the business? 
• How do we encourage greater diversity throughout the organization? 
• How do we bu ild an inclusive cul ture where employees feel valued and included? 

Culture 
• What is the organization's culture and how can the board better understand it? 
• How does the culture of the organization impact key issues such as cybersecurity, reputation 

and safety? 
• Does our culture align with the risk tolerances of the organization? 

WillisTowersWatson 1•11 1'1•1 
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Pay Equity has recently sparked large media focus as the Gender Pay Gap 
remains a hot topic and investors are acting on it 

What it is 
A detailed comparison 
of specific factors and 
the degree to which 
they are "predictors of 
individual pay" 

What it does 
Establishes a predicted 
range of pay for all 
employees and 
highlights those that 
are paid outside of that 
range 

~ 

What it 

su orts 
Ensures programs are 
administered as 
designed and operate 
as intended 

Oo 
• Fair pay enables organizations to ensure their programs are accomplishing their goals 

and optimizing employee engagement 

• It also helps to uncover risks in reward and talent administration, where plans might be 
creating unintended consequences, both from a regulatory and employee engagement 
perspective 

• Pay fairness analysis is part of a broader inclusion and diversity agenda 

WillisTowersWatson 1•111"1•1 
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What utilities are doing to promote fairness: 

Recruitment and lli)i Fair Pay 
promotion processe~~ Diagnostic tt 

Nearly half (49%) have or are 
planning to review their 
recruitment and promotion 
processes to reduce any 
conscious and unconscious 
bias 

Inclusive culture 0 
84% 

Over three-quarters of 
employers (84%) responded that 
they have or are planning/ 
considering increasing their 
communications of activities to 
promote an inclusive culture 

Almost all (92%) globally 
responded that they have or 
are intending to conduct a 
gender pay or pay equity 
diagnostic in coming years 

Flexible work 
arrangements 

84% 

0 

Over three quarters (84%) 
responded that they have or 
are intending to promote 
flexible working arrangements. 

Source: 201 8 Willis Towers Watson Moderni zing Total Rewards Survey 

Internal Pay 
Equity 

affects 
individual base pay 
increases to a great 

extent for utilities 

Will become a more 
important factor in base 
pay decisions in the 

next 3 years for 25% 
utilities 

Most Utilities report having formal processes to 
prevent bias or inconsistency across hiring & pay 
decisions; notably higher than the global market 

Companies with a formal process to 
ensure no bias in: 

Hiring decisions 

Starting salaries 

Base pay increases 

Annual incentive payouts 

Performance reviews 

Promotion decisions 

Career development opportunities 

L Tl eligibility and receivership 

Ad hoc monetary recognition 

• All organiz.ations 

Energy & Utilities 

71 % 

42% 

74% 

70% 
76% 

70% 
72% 

70% 
72% 

67% 
67% 

56% 
57% 

55% 
57% 

53% 
59% 

45% 
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Section 162(m) 
A timeline of _162(m) changes and views 

Tax Reform/ 162(m) 
December 2017 

Performance-based 
compensation 
exception eliminated 

Expanded definition of 
"covered employee" 

Grandfathered 
protection continues 
for certain L Tl P awards 

ISS Policy Update 
December 2018 

Problematic Pay Practice 
Shifts away from 
performance-based pay to 
discretionary/fixed pay 

Equity Plan Update 
162(m) provision removal 
may be viewed negatively 

Example 
Removal of individual award 
limits within the plan 
document 
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Further Guidance 
Expected: 2019 

SEC 
Unclear how discretion 
impacts proxy 
table disclosures 

Institutional Shareholders 
Have yet to make specific 
policy changes to 
voting policies 

Proxy Advisors 
How will Say-on-Pay or 
equity request proposals be 
impacted? 

WillisTowersWatson 1,1'1'1,I 



Clawbacks 

• Current recoupment provisions tend to cover two distinct areas: 
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Forfeitures of long-term incentives Dodd Frank Lite (discretion permitted) 
permitted for inappropriate activity misconduct/fraud PLUS financial restatement 

• Some companies have expanded their policies based on: 
• Executive action or inaction causing "financial or reputational harm" 

• Violations of Company Code of Ethics - #MeToo issues 

• Dodd Frank clawbacks are still looming, even with a GOP-controlled SEC 
• A House bill is pending to require mandatory clawbacks and the proposed pay for performance 

disclosure 

• Shareholder proposals for expanded clawbacks have been introduced in 2019 proxies 

Willis Towers Watson 1•111'1•1 
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Utility industry CEO pay ratios continue to show wide disparity 

• Even among the Top 24 utilities there are significantly disparate CEO pay ratios 

• Range of CEO pay ratios is 53 - 170 (median of 92) 

• Range of median pay is $67,771 - $166 ,888 (median of $110 ,125) 

180 

160 

140 

120 
0 
.:a 
/i. 100 
>, .. 
0.. 
0 80 
w 
0 

60 •• 
40 

20 

0 

CEO Pay Ratio vs. Revenue 

• • • 
. ' 
• 

•• 
• • • ••• 

• 

• 

• ti' • 

$0 $5,000 $10,000 $15,000 $20,000 $25,000 $30,000 $35,000 $40,000 

Company Revenue (Millions USO) 

•willis Towers Watson, in accordance with the SEC's own guidance, does not recommend drawing any specific conclusions to peer comparisons on the CEO pay ratio on a 
standalone basis. The SEC has provided all companies significant flexibility in the estimates and assumptions used in their CEO pay ratio calculation. Therefore, each company's 
unique methodological choices and demographic compositions render CEO pay ratio comparisons meaningless without a similarly rigorous analysis on the underlying 
assumptions and choices used to derive these ratios. Willis Towers Watson can assist you in the additional research, data and context required to render any meaningful 
conclusions from a CEO Pay Ratio deconstruction analysis to uncover and explain potential relative differences between your company's CEO Pay ratio and peers. 

Note: Calculation excludes data for UGI Corporation due to unavailability of fiscal year 2018 data. 
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How have CEO pay ratio disclosures changed since 2018? 

Same Median Employee Supplemental Disclosure 

39% 17% 

• Just over one-third (39%) have 
used the same median employee 
from last year, highlighting 
changes in employee populations , 
compensation programs, and 
turnover as reasons 

A very small number of companies 
included a supplemental disclosure 
(in addition to the mandatory) often 
stating subset populations (e.g. US 
only) with higher pay, and a would­
be lower ratio 

Substituting Similar Employees 
Just under one-fourth (21 %) of companies not 
using the same median employee have used 
the allowed "substitution" rule , where if the 
median employee· from last year's calculation 
has terminated, and otherwise employee 
populations have not changed dramatically, 
you may substitute a similar employee from last 
year's calculation for the current years 

Companies that did not substitute otherwise 
recalculated their median employees (79%) • Substitution • Recalculation 

Changes in Pay Ratio & Median Pay 

77 

I 
$111 3 

I 

Changes in Pay Ratio • P25 u P50 • P75 

127 
118 

1111[1 
2018 2019 

Changes in Median Employee Pay • P25 • P50 • P75 

$1409 
$123 7 

l iil 
2018 2019 

Pay ratios are down across the board (down an 
average of 3 points), in line with lower overall CEO 
pay, however median pay has also declined an 
average of 8%, which could raise public question 

*Willis Towers Watson, in accordance with the SEC's own guidance, does not recommend drawing any specific conclusions to peer comparisons on the CEO pay ratio on a 
standalone basis. The SEC has provided all companies significant flexibility in the estimates and assumptions used in their CEO pay ratio calculation. Therefore, each company's 
unique methodological choices and demographic compositions render CEO pay ratio comparisons meaningless without a similarly rigorous analysis on the underlying 
assumptions and choices used to derive these ratios. Willis Towers Watson can assist you in the additional research, data and context required to render any meaningful 
conclusions from a CEO Pay Ratio deconstruction analysis to uncover and explain potential relative differences between your company's CEO Pay ratio and peers. 

Willis Towers Watson l• I 111 l• I 



Trends in rate recovery for compensation 

• Continued trend of commissions preferring a total rewards (compensation and benefits) 
benchmarking approach for seeking recovery 
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• Recovery of incentive plans still hindered as commissions want shareholders to bare the burden of 
costs related to financial metrics, but some commissions allowing recovery for financial based 
measures 

• Some utilities that show their compensation levels and design are comparable to and competitive 
with utility peers are having success with incentive rate recovery in several states 
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Appendix: Utility proxy peer group 

Company I Ticker I 
1
AES Corporation 

ornorauo AEE 
American Electric Power Co., Inc. AEP 
,.CenterPoint Enerav, Inc. CNP 
CMS Energy Corp. CMS 
Consolidated Edison Inc. ED 
Dominion Resources, Inc. D 
DTE Enerav Co. DTE 

DUK 
ED< 
ETR 
ES 

EXC 
FE 

, Inc. I MDU 
NEE 

NI 
PPL 
PEG 
SRE 
so 
UGI 

WEC 
XEL 

25th Percentile 
Average -
50th Percentile 
75th Percentile 

Source: S&P Capital IQ. 

Revenue 
($MM)1 

$10,736 
$6,009 

$16,196 
$10,589 
$6,873 

$12,337 
$13,366 
$14,212 
$24,116 
$12,657 
$11,009 
$8,448 

$35,985 
$11 ,261 
$4,532 

$16,727 
$5,115 
$7,785 
$9,696 

$11 ,687 
$23,495 
$7,651 
$7,680 

$11,537 

$7,759 
$12,487 

$11,135 
$13,578 

- -

Assets ($MM)1 

asof FYE 
$32,521 
$27,215 
$68,803 
$27,009 
$24,529 
$53,920 
$77,914 
$36,288 
$145,392 
$56,715 
$48,275 
$38,241 
$119,666 
$40,063 
$6,988 

$103,702 
$21,804 
$43,396 
$45,326 
$60,638 
$116,914 
$11,981 
$33,476 
$45,987 

$31 ,195 
$53,615 

$44,361 
$62,679 

1) Revenues and Assets are as of 201 8 fiscal year end. Market Capitalization is as of March 31, 2019. 

- -

Market Cap 

($MM)1 

$11,976 
$18,051 
$41 ,313 
$15,394 
$15,759 
$27,231 
$61,282 
$22,854 
$65,488 
$20,174 
$18,215 
$22,513 
$48,624 
$22,060 
$5,077 

$92,439 
$10,676 
$22,883 
$30,002 
$34,509 
$53,466 
$9,634 

$24,946 
$28,904 

$17,478 
$30,145 

$22,868 
$36,210 

-

-

Attachment RHM-6 
Page 33 of 35 

WillisTowersWatson 1,1'1'1,I 



Appendix: Top attraction drivers - Energy & Utilities 
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What are the top five reasons a prospective employee would be attracted to your organization? 

• 
1 

2 

3 

4 

5 

6 

7 

All employees 

Base pay/salary 

Challenging work 

Reputation of the 
organization as a great 

place to work 

High-potential 
employees 

Challenging work 

Base pay/salary 

Critical-skill 
employees 

Base pay/salary 

Challenging work 

Ability to have a real impact Ability to have a real impact 
on the organization 's on the organization's 

performance performance 

Opportunities to advance in Opportunities to advance in Opportunities to advance in 
his or her career his or her career his or her career 

Non-employee 
talent 

Base pay/salary 

Organization's mission , 
vision and values 

Reputation of the 
organization as a great 

place to work 

Challenging work 

Organization's mission, 
vision, and values 

Organization's mission , 
vision and values 

Short-term incentives (e.g ., Flexible work arrangements 
annual bonus) 

Short-term incentives (e.g. , 
annual bonus) 

Reputation of the 
organization as a great 

place to work 

Organization 's mission , 
vision and values 

Flexible work arrangements Flexible work arrangements Opportunities to learn new 
skills 

Opportunitiesto learn new 
skills 

Job security 

Source: 2018 Willis Towers Watson Moderni zing Total Rewards Survey, Energy & Utilifies. 
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Appendix: Top retention drivers - Energy & Utilities 

What are the top five reasons an employee would leave your organization? 

Ill 
1 

2 

3 

4 

5 

6 

7 

Top-performing 
employees 

Opportunities to 

Critical-skill 
employees 

Opportunities to 

High-potential 
employees 

Opportunities to 
advance in his or her advance in his or her advance in his or her 

career 

Base pay/salary 

Relationship with 
supervisor/manager 

Trust/Confidence in 
senior leadership 

Ability to have a real 
impact on the 
organization 's 
performance 

Flexible work 
arrangements 

Ability to manage 
work-related stress 

career 
Relationship with 

supervisor/manager 

Base pay/salary 

Trust/Confidence in 
senior leadership 

Ability to manager 
work-related stress 

Job security 

Ability to have a real 
impact on the 
organization 's 
performance 

career 

Base pay/salary 

Relationship with 
supervisor/manager 

Flexible work 
arrangements 

Trust/Confidence in 
senior leadership 

Ability to have a real 
impact on the 
organization's 
performance 

Ability to manager 
work-related stress 

Source: 2018 Wi lli s Towers Watson Moderni zing Total Rewards Survey, Energy & Utilities. 

Non-employee 
talent 

All employees 

Opportunities to Opportunities to 
advance in his or her advance in his or her 

career 
Relationship with 

supervisor/manager 

Base pay/salary 

Trust/Confidence in 
senior leadership 

Ability to have a real 
impact on the 
organization's 
performance 

Job security 

Ability to manage 
work-related stress 

career 
Relationship with 

supervisor/manager 

Base pay/salary 

Ability to manage 
work-related stress 

Job security 

Trust/Confidence in 
senior leadership 

Flexible work 
arrangements 
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