RECEIVED

JAN 29 2013

PUBLIC SERVIC
COMMISSION =

e

ELECTRIC CORPORATION

Your Touchstone Energy® Cooperative @
R —

COMMONWEALTH OF KENTUCKY

BEFORE THE PUBLIC SERVICE COMMISSION OF KENTUCKY

In the Matter of:

APPLICATION OF BIG RIVERS )
ELECTRIC CORPORATION FOR A ) Case No. 2012-00535
GENERAL ADJUSTMENT IN RATES )

Response to Commission Staff’s
Initial Request for Information
dated December 21, 2012

VOLUME 2 of 2

FILED: January 29, 2013







R R = N T - " B 2 B

— e ek b ek e
W B W N = O

BIG RIVERS ELECTRIC CORPORATION

APPLICATION OF BIG RIVERS ELECTRIC CORPORATION
FOR A GENERAL ADJUSTMENT IN RATES
CASE NO. 2012-00535

Response to the Commission Staff’s
Initial Request for Information
dated December 21, 2012

January 29, 2013

Item 31)  List separately the budgeted and actual numbers of full- and
part-time employees by employee group, by month and by year, for the
(three) most recent calendar years, the base period, and the forecasted test

period.

Response) The attached schedule shows the numbers of employees by month
and by year — actual numbers for the calendar years 2010, 2011, and 2012, and
the first eight months of the 12-month base period ending April 30, 2013; and
budgeted numbers for the calendar years 2010, 2011, and 2012, the 12-month base
period ending April 30, 2013, and the 12-month forecasted test period ending
August 31, 2014.

Witness) James V. Haner

Case No. 2012-00535
Response to PSC 1-31
Witness: James V. Haner
Pagelof 1



Big Rivers Electric Corporation

Case No. 2012-00535
Actual Employee Count by Employee Group

For the Forecasted Test Period Ending August 31, 2014

Employee Group Sep Oct Nov Dec Jan Feb Mar Apr May Jun Jul Aug
Bargaining-Full-Time n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a
Salaried-Full-Time n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a
Salaried-Temporary n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a
For the Base Period Ending April 30, 2013
Employee Group May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr
Bargaining-Full-Time 361 361 357 356 355 354 357 355 n/a n/a n/a n/a
Salaried-Full-Time 253 254 253 252 250 249 249 248 n/a n/a n/a n/a
Salaried-Temporary 0 0 0 0 0 0 0 0 n/a n/a n/a n/a
For the Calendar Year Ending December 31, 2012
Employee Group Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec
Bargaining-Full-Time 362 360 359 359 361 361 357 356 355 3564 357 355
Salaried-Full-Time 249 248 248 252 253 254 253 252 250 249 249 248
Salaried-Temporary 1 1 1 1 0 0 0 0 0 0 0 0
For the Calendar Year Ending December 31, 2011
Employee Group Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec
Bargaining-Full-Time 356 354 353 354 353 358 358 359 362 360 360 362
Salaried-Full-Time 250 247 251 249 251 250 245 247 248 249 253 253
Salaried-Temporary 0 0 0 0 0 0 0 0 0 0 0 1
For the Calendar Year Ending December 31, 2010
Employee Group Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec
Bargaining-Full-Time 348 348 348 348 351 365 362 364 365 364 358 357
Salaried-Full-Time 250 250 249 249 249 251 252 249 249 247 248 249
Salaried-Temporary 0 0 0 0 0 0 0 0 0 0 0 0

Case No. 2012-00535

Attachment for Response to PSC 1-31

Witness: James V. Haner
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Big Rivers Electric Corporation

Case No. 2012-00535

Budgeted Employee Count by Employee Group

For the Forecasted Test Period Ending August 31, 2014

Employee Group Sep Oct Nov Dec Jan Feb Mar Apr May Jun Jul Aug
Bargaining-Full-Time 358 358 358 296 298 298 298 298 298 298 298 298
Salaried-Full-Time 253 253 253 223 223 223 223 223 223 223 223 223
Salaried-Temporary 0 0 0 0 0 0 0 0 0 0 0 0
For the Base Period Ending April 30, 2013
Employee Group May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr
Bargaining-Full-Time 365 365 365 365 365 365 365 365 | 358 358 358 358
Salaried-Full-Time 256 256 256 256 256 256 256 256 253 253 253 253
1Salaried-Temporary 0 0 0 0 0 0 0 0 0 0 0 0
For the Calendar Year Ending December 31, 2012
Employee Group Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec
Bargaining-Full-Time 365 365 365 365 365 365 365 365 365 365 365 365
Salaried-Full-Time 257 256 256 256 256 256 256 256 256 256 256 256
Salaried-Temporary 0 0 0 0 0 0 0 0 0 0 0 0
For the Calendar Year Ending December 31, 2011
Employee Group Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec
Bargaining-Full-Time 365 365 365 365 365 365 365 365 365 365 365 365
Salaried-Full-Time 255 255 255 255 255 255 255 255 255 255 255 255
Salaried-Temporary 0 0 0 0 0 0 0 0 0 0 0 0
For the Calendar Year Ending December 31, 2010
Employee Group Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec
Bargaining-Full-Time 357 359 359 359 359 359 359 359 359 359 359 359
Salaried-Full-Time 263 263 263 264 264 264 266 267 267 267 268 268
Salaried-Temporary 0 0 0 0 0 0 0 0 0 0 0 0

Case No. 2012-00535

Attachment for Response to PSC 1-31

Witness: James V. Haner

Page 2 of 2
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BIG RIVERS ELECTRIC CORPORATION

APPLICATION OF BIG RIVERS ELECTRIC CORPORATION
FOR A GENERAL ADJUSTMENT IN RATES
CASE NO. 2012-00535

Response to the Commission Staff’s
Initial Request for Information
dated December 21, 2012

January 29, 2013

Item 32)  Provide the information requested in Schedule 9 for budgeted
and actual regular wages, overtime wages, and total wages by employee
group, by month, for the five most recent calendar years. Explain in detail

any variance exceeding 5 percent in any one month.

Response) The information requested in Schedule 9 is provided in the
attachment to this response. Monthly variances exceeding 5% can be attributed to
open positions, unplanned outages as well as the shifting of planned outages. On
an annual basis, Big Rivers has been within a 5% variance when comparing actual
to budget labor costs for 2011 and 2012. In 2010, the variance was slightly higher
than 5% primarily due to a large number of open positions in the company. Big
Rivers does not have the information requested for years prior to and including

2009.

Witness) James V. Haner

Case No. 2012-00535
Response to PSC 1-32
Witness: James V. Haner
Pagelof 1



Big Rivers Electric Corporation

Case No. 2012-00535
Monthly Payroll Variance Analysis’

2010-2012
Type of Filing: Original-__X_; Updated - ; Revised -
Workpaper Reference No(s). -
Schedule 9
Monthly Budget Monthly Actual Variance Percent
Date Employee Group Regular oT Total Regular oT Total Regular oT Total

Jan-10 Bargaining Unit $ 1,658,792 3 336,251 $ 1,995,043 $ 1,622,453 3 537,810 $ 2,160,263 -2% 60% 8%
Jan-10 Non-Bargaining Unit $ 1,638,182 3 96,936 $ 1,735,118 $ 1,601,314 3 1,795 $ 1,603,109 -2% -98% -8%
$ 3,296,974 $ 433,187 $ 3,730,161 $ 3.223,767 $ 539,605 $ 3,763,372 -2% 25% 1%

Feh-10 Bargaining Unit $ 1,585,091 3 326,142 $ 1,911,233 $ 1,586,767 3 277,294 $ 1,864,061 0% -15% -2%
Feb-10 Non-Bargaining Unit $ 1,572,186 3 88,286 3 1,660,472 $ 1,593,146 3 529 $ 1,693,675 1% -99% -4%
$ 3,157,277 3 414,428 $ 3,571,705 $ 3,179,912 3 277,823 $ 3,457,736 1% -33% -3%

Mar-10  Bargaining Unit $ 1,768,388 3 342,025 $ 2,100,413 $ 1,751,827 3 305,667 $ 2,057,394 0% -11% -2%
Mar-10  Non-Bargaining Unit $ 1,819,076 $ 98,381 $ 1,917,457 $ 1,821,452 3 506 $ 1,821,957 0% -99% -5%
$ 3,577,464 3 440,406 $ 4,017,870 $ 3,573,279 $ 306,073 $ 3,879,351 0% -31% -3%

Apr-10 Bargaining Unit $ 1,732,348 3 428,485 $ 2,160,833 $ 1,643,492 3 514,609 $ 2,058,001 -11% 20% -5%
Apr-10 Non-Bargaining Unit 3 1,674,606 3 110,629 $ 1,785,135 $ 1,679,574 3 1,215 $ 1,580,789 -6% -99% -11%
$ 3,406,854 3 539,114 $ 3,945,968 $ 3,123,066 3 515,724 $ 3,638,790 -8% -4% -8%

May-10  Bargaining Unit $ 1,658,812 3 605,316 $ 2,264,128 § 1,517,658 3 440,842 $ 1,958,499 -9% -27% -13%
May-10  Non-Bargaining Unit $ 1,624,702 3 135,870 $ 1,760,572 $ 1,610,680 3 2,734 $ 1,613,414 -1% -98% -8%
$ 3,283,614 3 741,186 § 4,024,700 3 3,128,338 3 443,576 $ 3,671,914 -5% -40% -11%

Jun-10 Bargaining Unit $ 1,758,388 3 358,359 $ 2,116,747 $ 1,662,490 3 279,371 $ 1,941,861 -5% -22% -8%
Jun-10 Non-Bargaining Unit $ 1,831,986 3 108,313 $ 1,940,299 $ 1,691,480 3 1,929 $ 1,693,409 -8% -98% -13%
$ 3,590,374 $ 466,672 $ 4,067,046 $ 3,363,970 3 281,300 $ 3,635,270 -T% -40% -10%

Jul-10 Bargaining Unit $ 1,732,348 b 326,220 $ 2,058,568 $ 1,580,634 $ 414,632 $ 1,995,266 -9% 27% -3%
Jul-10 Non-Bargaining Unit 3 1,679,091 3 100,038 $ 1,779,129 $ 1,536,853 3 2,432 $ 1,539,286 -8% -98% -13%
$ 3,411,439 3 426,258 $ 3,837,697 $ 3,117,487 3 417,064 $ 3,534,551 -9% 2% -8%

Case No. 2012-00535
Attachment for Response to PSC 1-32
Witness: James V. Haner
Page 1 of 6



Big Rivers Electric Corporation
Case No. 2012-00535

Monthly Payroll Variance Analysis'

2010-2012
Type of Filing: Original-___ X Updated - ; Revised -
Workpaper Reference No(s). -
Schedule 9
Monthly Budget Monthly Actual Variance Percent
Date Employee Group Regular oT Total Regular oT Total Regular oT Total

Aug-10  Bargaining Unit $ 1,732,348 3 326,220 $ 2,058,668 $ 1,743,851 $ 279,999 $ 2,023,849 1% -14% -2%
Aug-10 Non-Bargaining Unit $ 1,691,451 3 88,219 $ 1,779,670 $ 1,675,265 3 2,583 $ 1,677,848 -1% -97% -6%
$ 3,423,799 3 414,439 $ 3,838,238 $ 3,419,116 $ 282,581 $ 8,701,697 0% -32% -4%

Sep-10 Bargaining Unit $ 1,806,525 3 381,208 $ 2,187,733 $ 1,681,263 3 422,939 $ 2,104,202 -T% 11% -4%
Sep-10 Non-Bargaining Unit $ 1,852,414 $ 128,375 $ 1,980,789 $ 1,685,695 $ 3,326 $ 1,689,021 -9% -97% -15%
$ 3,658,939 3 509,583 $ 4,168,522 $ 3,366,958 3 426,266 $ 3,793.223 -8% -16% -9%

Oct-10 Bargaining Unit $ 1,708,394 3 328,751 $ 2,037,145 $ 1,273,425 3 445,717 $ 1,719,141 -25% 36% -16%
Oct-10 Non-Bargaining Unit $ 1,646,557 $ 83,207 $ 1,729,764 $ 1,168,067 3 2,061 $ 1,170,128 -29% -98% -32%
$ 3,354,951 3 411,958 $ 3,766,909 $ 2,441,492 3 447,778 $ 2,889,269 -27% 9% -23%

Nov-10 Bargaining Unit $ 1,784,115 3 340,456 $ 2,124,571 $ 2,166,893 3 929,166 $ 3,096,059 21% 173% 46%
Nov-10  Non-Bargaining Unit $ 1,695604 § 95,004 $ 1,790,608 $ 2,338,248 3 172,793 $ 2,511,040 38% 82% 40%
$ 3,479,719 3 435,460 $ 3,915,179 $ 4,505,141 $ 1,101,959 $ 5,607,099 29% 153% 43%

Dec-10  Bargaining Unit $ 1,886,966 $ 381,166 $ 2,268,132 $ 1,065,426 $ 585,818 $ 1,681,244 -44% 54% -27%
Dec-10 Non-Bargaining Unit $ 1,906,036 3 101,843 $ 2,007,879 $ 1,046,684 3 85,5679 $ 1,132,263 -45% -16% -44%
$ 3,793,002 3 483,009 $ 4,276,011 $ 2,112,110 3 671,397 $ 2,783,507 -44% 39% -35%

YTD-10 Bargaining Unit $ 20,802,515 $ 4,480,599 $ 25,283,114 $ 19,196,177 $ 5,433,664 $ 24,629,840 -8% 21% -3%
YTD-10 Non-Bargaining Unit $20,631,791 $ 1,235,101 $ 21,866,892 $ 19,348,458 3 277,482 $ 19,625,940 -6% -718% -10%
$ 41,434,306 $ 5,715,700 $ 47,150,006 $ 38,544,635 $ 5,711,145 $ 44,255,780 -T% 0% -6%

Case No. 2012-00535
Attachment for Response to PSC 1-32
Witness: James V. Haner
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Big Rivers Electric Corporation
Case No. 2012-00535

Monthly Payroll Variance Analysis’

2010-2012
Type of Filing: Original -___X__ ; Updated - ; Revised -
Workpaper Reference No(s). -
Schedule 9
Monthly Budget Monthly Actual Variance Percent
Date Employee Group Regular oT Total Regular oT Total Regular oT Total
Jan-11 Bargaining Unit $ 1,758,346 3 332,941 $ 2,091,287 $ 1,831,982 $ 458,604 $ 2,290,587 4% 38% 10%
Jan-11 Non-Bargaining Unit $ 1,683,838 3 63,529 3 1,747,367 $ 1,904,020 3 100,026 $ 2,004,046 13% 57% 15%
$ 3,442,184 3 396,470 $ 3,838,654 $ 3,736,002 3 558,631 $ 4,294,632 9% 41% 12%
Feb-11 Bargaining Unit $ 1,684,569 3 323,830 $ 2,008,399 $ 1,600,270 £ 217,830 $ 1,818,100 -5% -33% -9%
Feb-11 Non-Bargaining Unit $ 1,613,187 3 58,797 $ 1,671,984 $ 1,529,381 3 71,2775 $ 1,600,656 -5% 21% -4%
$ 3,297,756 3 382,627 $ 3,680,383 $ 3,129,651 3 289,105 $ 3,418,756 -5% -24% -T%
Mar-11  Bargaining Unit $ 1,918,196 $ 444,179 $ 2,362,375 $ 1,906,709 $ 462,846 $ 2,369,555 -1% 4% 0%
Mar-11 Non-Bargaining Unit $ 1,836,914 $ 72,632 $ 1,909,546 $ 1,956,132 $ 105,722 $ 2,061,854 6% 46% 8%
$ 3,755,110 § 516,811 $ 4,271,921 $ 3,862,841 3 568,568 § 4,431,409 3% 10% 4%
Apr-11 Bargaining Unit $ 1,832,123 3 416,065 $ 2,248,188 $ 1,702,286 3 462,935 $ 2,165,221 -T% 11% -4%
Apr-11 Non-Bargaining Unit $ 1,754,758 3 85,923 $ 1,840,681 3 1,736,231 3 98,642 $ 1,834,874 -1% 15% 0%
$§ 3,586,881 3 501,988 8 4,088,869 $ 3,438,517 3 561,578 $ 4,000,095 -4% 12% -2%
May-11  Bargaining Unit $ 1,918,196 3 347,459 $ 2,265,655 $ 1,640,880 3 385,875 $ 2,026,755 -14% i1% -11%
May-11  Non-Bargaining Unit $ 1,837,196 3 65,457 $ 1,902,653 $ 1,732,631 3 48,155 $ 1,780,786 -6% -26% -6%
$ 3,755,392 3 412,916 $ 4,168,308 $ 3,373,512 3 434,030 $ 3,807,542 -10% 5% -9%
Jun-11 Bargaining Unit $ 1,746,050 3 404,764 $ 2,150,814 $ 2,090,665 3 379,924 $ 2,470,589 20% -6% 15%
Jun-11 Non-Bargaining Unit $ 1,672,319 3 82,331 $ 1,754,650 $ 1,843,103 3 62,791 $ 1,905,894 10% -24% 9%
$ 3,418,369 3 487,095 $ 3,905,464 3 3,933,768 3 442,715 $ 4,376,483 15% -9% 12%
Jul-11 Bargaining Unit $ 1,746,050 3 338,310 $ 2,084,360 $ 1,623,477 $ 429,446 $ 2,052,923 -7% 27% -2%
Jul-11 Non-Bargaining Unit $ 1,672,405 $ 63,703 $ 1,736,108 $ 1,601,844 3 74,209 $ 1,676,053 -4% 16% -3%
§ 3,418,455 3 402,013 $ 3,820,468 $ 3,225,321 3 503,655 $ 3,728,976 -6% 25% -2%

Case No. 2012-00535
Attachment for Response to PSC 1-32
Witness: James V., Haner
Page 3 of 6



Big Rivers Electric Corporation
Case No. 2012-00535

Monthly Payroll Variance Analysis®

2010-2012
Type of Filing: Original-__ X ; Updated- ____; Revised -
Workpaper Reference No(s). -
Schedule 9
Monthly Budget Monthly Actual Variance Percent
Date Employee Group. Regular oT Total Regular oT Total Regular oT Total

Aug-11 Bargaining Unit $ 1,746,050 3 338,310 $ 2,084,360 $ 1,941,646 3 316,838 $ 2,258,484 11% -6% 8%
Aug-11  Non-Bargaining Unit $ 1,672,405 3 61,257 $ 1,733,662 $ 1,938,343 $ 67,120 $ 2,005,463 16% 10% 16%
$ 3,418,455 $ 399,567 $ 3,818,022 $ 3,879,989 3 383,959 $ 4,263,948 14% -4% 12%

Sep-11 Bargaining Unit $ 1,886,675 3 356,939 $ 2,243,614 $ 1,845,706 $ 435,838 $ 2,281,545 -2% 22% 2%
Sep-11 Non-Bargaining Unit $ 1,754,848 3 66,075 3 1,820,923 $ 1,747,821 3 70,237 $ 1,818,058 0% 6% 0%
$ 3,641,523 3 423,014 $ 4,064,537 $ 3,593,627 $ 506,076 $ 4,099,603 -1% 20% 1%

Oct-11 Bargaining Unit $ 1,979,503 3 493,039 $ 2,472,542 $ 1,788,206 $ 518,863 $ 2,307,069 -10% 5% -71%
Oct-11 Non-Bargaining Unit $ 1,837,290 $ 88,847 $ 1,926,137 $ 1,669,279 $ 96,070 $ 1,765,348 -9% 8% -8%
$ 3,816,793 § 581,886 3 4,398,679 $ 3.457.484 $ 614,933 $ 4,072,417 -9% 6% 1%

Nov-11 Bargaining Unit $ 1,890,679 $ 461,960 $ 2,352,639 $ 1,744,780 3 667,184 $ 2,411,964 -8% 44% 3%
Nov-11 Non-Bargaining Unit $ 1,754,848 3 79,310 $ 1,834,158 $ 1,862,781 3 99.619 3 1,962,400 6% 26% 7%
$ 3,645,527 3 541,270 $ 4,186,797 $ 3,607,661 3 766,803 $ 4,374,364 -1% 42% 4%

Dec-11 Bargaining Unit $ 1,801,855 $ 360,046 $ 2,161,901 3 1,594,609 3 515,849 $ 2,110,458 -12% 43% -2%
Dec-11 Non-Bargaining Unit $ 1,672,405 $ 66,178 $ 1,738,583 3 1,523,083 3 63,5674 $ 1,686,657 -9% -4% -9%
$ 3,474,260 $ 426,224 $ 3,900,484 $ 3,117,692 3 579,423 $ 3,697,115 -10% 36% -5%

YTD-11  Bargaining Unit $ 21,908,292 $ 4,617,842 $ 26,526,134 $ 21,311,215 $ 5.252,033 $ 26,563,249 -3% 14% 0%
YTD-11  Non-Bargaining Unit $ 20,762,413 3 854,039 $ 21,616,452 $ 21,044,649 % 957,442 $ 22,002,091 1% 12% 2%
$ 42,670,705 $ 5,471,881 $ 48,142,586 $ 42,355,864 $ 6,209475 $ 48,565,339 -1% 13% 1%

Case No. 2012-00535
Attachment for Response to PSC 1-32
Witness: James V., Haner
Page 4 of 6



Big Rivers Electric Corporation
Case No. 2012-00535

Monthly Payroll Variance Analysis’

2010-2012
Type of Filing: Original-__X__; Updated - ; Revised -
Workpaper Reference No(s). -
Schedule 9
Monthly Budget Monthly Actual Variance Percent
Date Employee Group Regular oT Total Regular OoT Total Regular oT Total

Jan-12 Bargaining Unit $ 1,915,825 3 388,657 3 2,304,482 $ 1,846,580 3 347,741 $ 2,194,321 -4% -11% -5%
Jan-12 Non-Bargaining Unit $ 1,855,399 $ 80,024 $ 1,935,423 $ 1,884,024 3 54,313 $ 1,938,336 2% -32% 0%
$ 3,771,224 $ 468,681 $ 4,239,905 $ 3,730,604 $ 402,054 $ 4,132,657 -1% -14% -3%

Feb-12  Bargaining Unit $ 1,954,142 3 410,986 $ 2,365,128 $ 1,834.491 3 361,138 $ 2,195,629 -6% -12% -T%
Feb-12 Non-Bargaining Unit $ 1,885,948 3 90,723 $ 1,976,671 $ 1,847,009 3 71,866 $ 1,918,875 -2% -21% -3%
$. 3,840,090 $ 501,709 $ 4,341,799 $ 3,681,500 $ 433,004 $ 4,114,504 -4% -14% -5%

Mar-12 Bargaining Unit $ 2,018,003 3 592,796 $ 2,610,799 $ 1,951,066 3 572,449 $ 2,523,515 -3% -3% -3%
Mar-12 Non-Bargaining Unit $ 1,947,580 $ 124,497 $ 2,072,077 $ 1,908,077 $ 114,141 § 2,022,219 -2% -8% -2%
$ 3,965,583 § 717,293 $ 4,682,876 § 3,859,144 § 686,590 § 4,545,734 -3% -4% -3%

Apr-12 Bargaining Unit § 1,788,104 3 499,036 $ 2,287,140 $ 1,810,665 3 481,154 $ 2,291,719 1% -4% 0%
Apr-12 Non-Bargaining Unit $ 1,725,704 3 110,432 $ 1,836,136 $ 1,758,371 3 86,437 $ 1,844,808 2% -22% 0%
$ 3,513,808 3 609,468 $ 4,123,276 $ 3,568,936 3 567,591 $ 4,136,527 2% -7% 0%

May-12 Bargaining Unit $ 1,979,686 3 562,331 $ 2,542,017 3 1,817,699 $ 383,625 § 2,201,324 -8% -32% -13%
May-12 Non-Bargaining Unit $ 1,910,601 3 110,938 $ 2,021,539 $ 1,815,618 $ 48,848 3 1,864,467 -5% -56% -8%
$ 3,890,287 $ 673,269 $ 4,563,556 $ 3,633,317 3 432,474 $ 4,065,791 -T% -36% -11%

Jun-12  Bargaining Unit $ 1,813,648 3 418,175 $ 2,231,823 $ 1,807,060 3 296,282 $ 2,103,342 0% -29% -6%
Jun-12  Non-Bargaining Unit $ 1,760,357 3 96,335 $ 1,846,692 $ 1,750,717 3 54,373 $ 1,805,090 0% -44% -2%
$ 3,564,005 3 514,510 $ 4,078,515 $ 3,657,777 $ 350,655 $ 3,908,432 0% -32% -4%

Jul-12 Bargaining Unit $ 1,813,648 $ 356,058 $ 2,169,706 $ 1,761,762 3 438,740 $ 2,200,502 -3% 23% 1%
Jul-12 Non-Bargaining Unit $ 1,750,357 3 75,358 $ 1,825,715 $ 1,717,931 3 68,669 $ 1,786,599 -2% -9% -2%
$ 3,564,005 3 431,416 $ 3,995,421 $ 3,479,693 $ 507.409 $ 3,987,102 -2% 18% 0%

Case No. 2012-00535
Attachment for Response to PSC 1-32
Witness: James V. Haner
Page 5 of 6



Big Rivers Electric Corporation
Case No. 2012-00535

Monthly Payroll Variance Analysis’

2010-2012
Type of Filing: Original-__ X ; Updated - ; Revised ~__
Workpaper Reference No(s). -
Schedule 9
Monthly Budget Monthly Actual Variance Percent
Date Employee Group Regular oT Total Regular oT Total Regular oT Total

Aug-12 Bargaining Unit $ 2,120,180 3 416,237 $ 2,536,417 $ 1,952,466 $ 373,727 3 2,326,192 -8% -10% -8%
Aug-12 Non-Bargaining Unit § 2,046,192 $ 88,094 $ 2,134,286 $ 1,945,440 $ 80,756 3 2,026,196 -5% -8% -5%
$ 4,166,372 3 504,331 $ 4,670,703 $ 3,897,905 $ 454,483 $ 4,352,388 -6% -10% -T%

Sep-12 Bargaining Unit $ 1,710,095 3 392,897 $ 2,102,992 $ 1,742,052 3 402,813 $ 2,144,865 2% 3% 2%
Sep-12 Non-Bargaining Unit $ 1,616,356 $ 89,677 $ 1,706,033 $ 1,687,602 3 61,462 $ 1,749,063 4% -31% 3%
$ 3,326,451 $ 482,574 $ 3,809,025 $ 3,429,654 3 464,274 $ 3,893,928 3% -4% 2%

Oct-12 Bargaining Unit $ 2,143,815 3 484,507 $ 2,628,322 $ 1,939,629 $ 453,057 $ 2,392,586 -10% -6% -9%
Oct-12 Non-Bargaining Unit $ 2,023,530 $ 115,443 $ 2,138,973 $ 1,885,984 $ 89,071 $ 1,975,055 -7T% -23% -8%
$ 4,167,345 $ 599,950 $ 4,767,295 $ 3,825,512 $ 542,128 $ 4,367,640 -8% -10% -8%

Nov-12 Bargaining Unit $ 1,843,158 % 426,697 $ 2,269,855 $ 1,594,400 $ 556,301 $ 2,150,701 -13% 30% -5%
Nov-12 Non-Bargaining Unit $ 1,739,742 3 96,641 $ 1,836,383 $ 1,701,631 3 58,404 $ 1,759,935 -2% -40% -4%
$ 3,582,900 3 523,338 $ 4,106,238 $ 3,295,931 3 614,705 $ 3,910,636 -8% 17% -5%.

Dec-12 Bargaining Unit $ 1,686,294 $ 357,119 3 2,043,413 $ 1,557,751 3 579,114 $ 2,136,865 -8% 62% 5%
Dec-12 Non-Bargaining Unit $ 1,591,679 $ 68,5686 $ 1,660,265 $ 1,484,533 $ 62,845 $ 1,547,377 -T% -8% -T%
$ 3,277,973 $ 425,705 $ 3,703,678 § 3,042,284 $ 641,959 $ 3,684,243 -7% 51% -1%

YTD-12 Bargaining Unit $ 22,786,598 $ 5,305,496 $ 28,092,094 $ 21,615,422 $ 5,246,142 $ 26,861,563 -5% -1% -4%
YTD-12 Non-Bargaining Unit $ 21,843,445 $ 1,146,748 $ 22,990,193 $ 21,386,836 3 851,184 $ 22,238,020 -2% -26% -3%
$ 44,630,043 $§ 6,452,244 $ 51,082,287 $§ 43,002,258 $ 6,097,326 $ 49,099,583 -4% -6% -4%

Note(s) -

1.- Total Wages including paid time off, excludes bonuses

Case No. 2012-00535
Attachment for Response to PSC 1-32
Witness: James V. Haner
Page 6 of 6
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BIG RIVERS ELECTRIC CORPORATION

APPLICATION OF BIG RIVERS ELECTRIC CORPORATION
FOR A GENERAL ADJUSTMENT IN RATES
CASE NO. 2012-00535

Response to the Commission Staff’s
Initial Request for Information
dated December 21, 2012

January 29, 2013

Item 33) Provide a copy of all wage, compensation, and employee-
benefits studies, analyses, or surveys conducted since Big Rivers’ last raite

case, or that are currently utilized by Big Rivers.
Response) Attached hereto are copies of:

1. Mercer’s 2010/2011 Spotlight on Benefits survey results showing
retiree medical prevalence data for market (all industries) and for
the energy industry;

2. National Generation & Transmission (“G&T”) Human Resources
Professional Association 2012 Benefits Survey results for medical
insurance, paid time off, and other benefits;

3. Towers Watson’s 2012-2013 Merit Budget and Salary Range
Movement Summary from multiple surveys;

4. Towers Watson’s 2012 Salary Budget Survey Report findings for
salary increases, including 2011 actual, 2012 budgeted, and 2013
projected;

5. Towers Watson’s Competitive Market Assessment Review dated
February 3, 2012; and

6. G&T Summary Statistics from the 2011 National Rural Electric
Cooperative Association (“NRECA”) G&T Compensation Survey.

Case No. 2012-00535
Response to PSC 1-33
Witness: James V., Haner
Page 1 of 2



BIG RIVERS ELECTRIC CORPORATION

APPLICATION OF BIG RIVERS ELECTRIC CORPORATION
FOR A GENERAL ADJUSTMENT IN RATES
CASE NO. 2012-00535

Response to the Commission Staff’s
Initial Request for Information
dated December 21, 2012

January 29, 2013

1
2  Witness) James V. Haner
3

Case No. 2012-00535
Response to PSC 1-33
Witness: James V. Haner
Page 2 of 2



2010/2011 Spotlight on Benefits Survey Results -
Mercer LLC



Health/Group Plans
Retiree Medical — Prevalence Data

Trending indicates a decline in retiree medical coverage being offered. Currently, 61% of the organizations offer pre-
65 coverage, post-65 coverage, or both. Organizations may offer separate plans for retirees only or allow retirees to
enroll in active plans. Some organizations provide access-only coverage which allows the retiree the opportunity to
enroll in medical coverage while paying 100% of the cost. Since 20086, there has been a 27% decrease in
organizations offering retiree medical coverage. Responsibility for medical benefits after retirement has shifted from
the employer to the retiree. Access-only plans have risen 63% since 2007 for pre-85 plans and 15% for post-65
coverage.

Pre-65 Plans % %
‘Retiree Of:those:offering aretiree || Of those employer offered
Year-of data ‘medical medical plan, the following . plans, the following are
SRR ‘ offered provide a Pre-65 employer access-only
) T o offered:plan
2006 84% 100% *
2007 ' : 82% 100% 16%
2008/2009 64% 100% 18%
2009/2010 61% 100% 28%
2010/2011 - o B1% 100% 26%
Post-65 Plans
s _Refiree | Of those offering aretiree | Of those employer offered
Year of data medical | medical plan, the following ‘plans, thefollowing are
' offered provide a-Post-65 access-only
employer offered plan
2006 84% 86% *
2007 82% 82% 26%
2008/2009 64% 82% 17%
2009/2010 61% 73% 30%
2010/2011 ; ' 1 - 6% 75% 22%

* Access-only data not availabie.

The most prominent type of post-65 plan offered is a Medicare Supplement Plan (65%).

Plan Type
3%
' Medicare Supplement
g Medicare HMO
11% Medicare Carve Out
Coordination of Benefits
5% 65% Medicare Exclusion
©2011 Mercer LLC 15 Spotlight on Benefits — Energy industry



Health/Group Plans

Retiree Medical

Retiree Medical — Prevalence Data

Trending indicates a decline in retiree medical coverage being offered. Currently, 49% of the organizations offer pre-
65 coverage, post-65 coverage, or both. Organizations may offer separate plans for retirees only or allow retirees to
enroll in active plans. Some organizations provide access-only coverage which allows the retiree the opportunity to
enroll in medical coverage while paying 100% of the cost. Since 2006, there has been a 17% decrease in
organizations offering retiree medical coverage. Responsibility for medical benefits after retirement has shifted from
the employer to the retiree. Access-only plans have risen 184% since 2006 for pre-65 plans and 124% for post-65

coverage.
Pre-65 Plans % %

S | " _‘Retiree | - Ofthose offering:aretireemedical | -Of those employer offered plans,
Year-of data <. ~medical - ~;plan, the following provide a Pre-65 _‘the following are access-only
e -offered” - :employer offered:plan e

2006 59% 99% 31%

2007: T BRY% ‘99% 35%

2008/2009 52% 99% 33%

2009/2010 43% 99% 45%

2010/2011 A%, S 99% - 88% .
Post-65 Plans

L | Retiree . | * Of those offering a retiree medical | Of those employer offered plans,

Year of data -~ . .| .medical ' | :plan, the following provide a Post-65 the following are .access-only
U i -offered = |~ .employer offered plan o :

2006 59% 88% 29%

2007 i L B9% ! 87% 34%

2008/2009 52% 86% 20%

2009/2010 43% 75% 42%

2010/2011 1 49% T7% 85%

The most prominent type of post-65 plan offered is a Medicare Supplement Plan (75%).

Plan Type

©2011 Mercer LLC

9%

6%

1%

= Medicare Supplement

g Medicare HMO
Medicare Carve Qut
Coordination of Benefits

g1 Medicare Exclusion

17

Spotlight on Benefits — Market



2012 Benefits Survey -

National Generation & Transmission (“G&T”) Human Resource
Professional Association



NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012 BENEFITS SURVEY

MEDICAL INSURANCE COVERAGE

Total MONTHLY Premium Cost MONTHLY Dollars Paid by Coop

Details of Coverage
Tiers of Coverage Tiers of Coverage % of Total
Typeof Health
| Plan (i.e. Employee Insurance Rate
G&T Insurance Carvier/TPA PPO, HMO, Group Siugle Plus Siugle Plus Incresse or

Max. Outof | Max. Qutof | Employee Co-{ Employee Co-|

Singie (Employee] Dependent Single (Employee Dependent . D Since ible Per| Deductible Per y | Employer
etc.} phey : Family ' " Family § Pocket per | Pocketper | PayforDr. | Payfor Dr.
QOnly) Coverage | (Employer Only) Coverage {Employee Last Repewal Person Family Year-Single | Year- Family Visit § Visit % Contribution §
Plus Spouse} Plus Spoase)

NRECA PPO Non-Union $485.951  $1.404.97 $1,404.97 9.2% $250.00 $750.00] $1,000.00 $2,000.00 $20.00 - -
Arkansas Electric Coop Corp NRECA PPO Non-Union $468.31 $1,354.08 $1,354.08 $69.38 $246.68 9.0% $500.00 ) $1,500.00 $1,500.00 $3,000.00 $20.00
NRECA HSA Non-Union $353.31 $910.67 $910.67 $16.31 $42.03 8.8% $2,000.00  $4,000.00  $1,500.00  $3,000.00
R e T S 8 G R BT TSI TINEDD T : :
HSA $500.97 $1,564.04 $500.97 $1.564.04 $1,200.00 $2,400.00 $1,500.00 $3,000.00 10.0%
Non-Umion
Assocated Electric Coop NRECA 567 - $1,940.83 $567.00 - $1,940.83 $600.00]  $1,800.00; $2,000.00] $4,000.00 $25.001 - -
Fro Union $522.28 $1,679.36] 8§522.28 $1,679.36 $250.00 $750.00 §1,000.00 $2,000.00 515.00 -
Note: AECI contributes to the Health Savings Account. The contriubtion 15 prorated based on the|
month 11 which the employee becomes eligible to obtain an HAS. The annual
Same for both $490.74 $844.20 $1,238.46 4.0% $750.00f $1,500.00|. $2,250.00] $4,500.00 $25.00
Basin Electric Power Coop BC/BS of ND Indemmity Union 5518.64 $892.18 $1,308.86 $518.64 $892.18) $1,308.86 3.9% $500.001 $1,000.00; $2,000.00[ $4.000.00 $25.00 0.0% $0.00
Union $549.80 $945.82 87.56 $549.80 $945.82 £1,387.56 3.9% $250.00 $500.00 $1,000.00 $2,000.00 $20.00
Non-Union $632.96 $1,224.53 $1,605.41 $582.32 $1,126.57 $1,476.98 18.5% $250.00 $500.00 $1,000.00 $2,000.00 $25.00
Big Rivers Electric Corp. 98 PPO Union $632.96] $1.224.53 $1,605.41 $569.66] $1,102.08] $1.444.87 18.5% $250.00 $500.00f $1,000.00] $2,000.00 $25.00 - -
Union $632.96 $1,224.53 $1,605.41 §582.32 $1,126.57 $1.476.98 18.5% $250.00 $500.00 $1.,000.00 $2,000.00 $25.00
PPO Both Same $590.17|  $1,327.61 $1,788.69 6.0% $2,000.00{ $1,000.00] $2000.00 $0.00 $25.00
Central Electric Power Coop/MO Healthlink HSA Both Same $480.04 $993.18 $1.313.99 13.0% $1,500.00 $1,500.00 $3,000.00 $3,000.00 $0.00 - -
HSA Both Same $435.85 $837.85 $1,089.19 13.0% $1.500.00] $1,500.00; $3,000.00{ $3,000.00

Central Electric Power Coop/SC CBA PPO Non-Union

PPO Both Same $473.00 $1,227.00 $473.00 JSX,](M.OO 0.0% $250.00 $500.00 $750.00 $1,500.00 $20.00 -

Central fowa Power Coop

PPO Union
Dairyland Power Coop

PPO Non-Union

$371.25 $855.69

D AN

$1,125.00 0.0% $500.00 $1,500.00 $3,000.00 $6,000.00 $35.00 - -

Deseret Power Ameriben Solutions PPO $1,255.00

T T T T e e TR T e e e ST T T T R T TR

East Kentucky Power Coop UMR PPO Non-Unton $412.50 $982.66 $1.349.73

$1,167.90] 0.0% $400.00 $1,200.00 $1,200.00 $2,400.00 $25.00 - -

Ty T T R I S Tt S B S B s PR S S T R R e

3 AT e T PO 0 i SO T A A R St AT
$493.24 $1,355.89] $493.24 $840.65 2.6% $750.00 $1,500.00 $2,000.00| $4,000.00 $30.00 -
East River Electric NRECA PPO Non-Unton $432.65 $1,083.15 $432.65 17 $758.20) 23% $1,200.00 §2,400.00 $2,000.00 $4,000.00 $0.00

R



MEDICAL INSURANCE COVERAGE

G&T

Insurance Carrier/TPA

2012 BENEFITS SURVEY

Total MONTHLY Premium Cos'

it = e

MONTHLY Dollars Paid by Coop

Tiers of Coverage

Tiers of Coverage

Single (Employce| Dependent
Only) Coverage |  (Employee

Single Plus

Flas Spouse)

Georgra Transmisston

Family

Single Plus

Single (Employee | Dependent
Oaty) Coverage (Employee

Plus Spouse)

Insurance Rate

Fanaily Decrease Since

NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION

Details of Coverage

Person

Deductible Per

Max. Outof | Max. Outof | Employes Co-
Pocketper | Pay for Dr.
Year-Shugle | Year- Family

Pay for Dr.
Visit %4

Great River Energy

.
$487.33 $971.39 $1,459.74

United Healthcare A $562.38 $1,203.49 $1,698.39 $459.52 $987.49 $1.389.81 $0.00 $0.00 $0.00{ $20.00 0.0%
United Healthcare B $497.03 $1,063.64 $1,501.03 $426.39 $91530 |. $1,289.11 $750.00 $1,500.00 $3,000.00f $25.00 0.00%
United Healthcare C (HDHP) $418.11 $894.74 $1,262.68 §361.37 $775.60 $1,092.46 $2,000.00 $2,000.00 $4,000.00 100.00%

Blue Cross of MN $404.00 $824.85 $1,264.25 $300.00 $2,000.00f  $4,000.00 20.0%
Blue Cross of MN $536.15 $1,067.07 $1,605.86 $404.00 $824.85 $1,264.25 $500,00] ${,000.00; $15.00 -
Blue Cross of MN $500.00 $2,500.00;  $5,000.00 20.0%

$469.42 $936.25 $1.409.52

$457.28 $911.97 $1,264.25

Page 2of 4
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NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012 BENEFITS SURVEY

A EEie

5 i
MONTHLY Dollars Paid by Coop

EERIRER PR et

Total MONTHLY Premium Cost

Details of Coverage

Tiers of Coverage Tiers of Coverage % of Total
Typeof Health
Plan (ie. Employee Insurance Rate
8; Insurance Carrier/TPA
G&T PPO,HMO,}  Group ) Siagle Plus Stogle Plus Lncrease of ractibie P fucttble per| Mas Outof | Max. Outor | Employee Cor [Employee Corl gy
etc.) Smglh (grn'plb)te Dq’mdfm Family Séngl(e (gm_p‘a)u Bsq\en;devnt Family Last R, Sh?t: Perso «r Family 1 Pocket per Pocket per Payfor Dr. | PayforDr. COB‘:::;’Z";GH s
Oniy) Coverage | (Emplayee uly) Coverage (Employee 5t Renewa TSon amily Year-Single | Year- Family Visit Visit %
Plus Spouse} Plus Spouse)

Principal Financial Group PPO Both Same $647.00 $1,686.00 $1,686.00 $647.00 $1,478.00 $1,478.00: 4.0% $100.00 $300.00 $2,000.00 $4.000.00 $10.00 -
Hooster Energy REC, Inc. Principal Financial Group HSA Both Same $455.00 $1,186.00 $1.186.00) $455.00 $1,076.00 $1,076.00 1.0% $1,500.00 | $3,000.00 $3,000.00]  $6,000.00 - .
Principal Financial Group PPO Non-Union $634.00 $1,652.00 $1,652.00 $455.00 $1.076.00 | $1,076.00] 4.0% $250.00 $750.00 $2,000.00] $4,000.00{ $10.00
e 3 e = = - = T

$449 42 - $1,238.90 $449.42. - $1,258.90 7.0% $600.00f 3$1,200.00 - - $35.00

$1,500.00 | $3,000.00

FPO

$381.75 $963.33 $381.75 $963.33 12.5% $1,200.00

Minnkota Power Coop BC/BS of North Dakota Indemnity Union $477.20 $840.10 $1,240.80 $477.20 $840.10 $1,240.80] 6.6% $250.00 $500.00 $1,750.00 $3,500.00 $25.00] 20.0% $0.00

Minnkota Power Coop BC/BS of North Dakota Indemnity Non union $422.60 £744.40 51,099.80] $390.90 $688.57 $1,017.31 6.6% $1,000.00 $2,000.00 $2,000.00 $4,000.00 $25.00f 20.0% $0.00

S R

North Carolina Electric PPO Non-Union $739.39

Membership Corporation

Medcost/CBA $2,195.50 8.2% $400.00 $1,200.00f $1,500.00  $3,000.00

NRECA-HDHP PPO Non-Union $591.94 $1.164.24 $1.600.69 $591.94 $1,164.24 $1.491 .58 10.5% $1,500.00f $3.000.00 $1,500.00 $3,000.00 $0.00 100% -
Northeast Missouri Power

NRECA-Traditional PPO Non-Union $646.13 $1,359.11 $1,902.83 $646.13 $1.359.11 $1,766.90 12.1% $800.00{ $2,400.00] $3,000.00{ $6,000.00] $30.00

$1,000.00 $500.00 $1,000.00

$2,114.98 $643.26|  $1,107.62 $1,436,58| $1,000.00f  $3,000.00 $0.00 $0.00 $25.00 -

Northwest Iowa Power Coop $462.39

TAEC Healthcare Plan PPO Both Same $502.65 $1,307.90

$1,557.00

OneNet PPO (High Plan) PPO Non-Unton $769.42

Old Domtnion Electric Coop OneNet PPO (Standard) PPO Non-Union $659.39] $133337|  $1,810.53 $609.40| $1,053.66] $1,368.28 $1.500.00| $4.500.00{ $3.000.00| $6,000.00 $35.00
HDHP One Net HDHPPFO | Non-Union $608.57|  $1,056.44]  $1373.75 $598.58|  $889.70|  $1,095.94 $3,00000] $6,000.00] $3,000.00] $6,000.00 .
Non-Unton $450.00 $1,130.00 $450.00 $791.00]  45.0% $100.00]  $300.00
PowerSouth Energy Coop BCBS of Alabama PPO - - $1,200.00 | $3,600.00 $30.00 - -
Unson $433.00 $1,064.00 $433.00 s7a480f  7.5% $0.00 $0.00
PPO $563.22| 5125849  $1,73131 $506.90{  $854.53 109094 0.0% $250.00{  $750.00| $1,000.00{ $3,000.00 $20.00
Blue C £ - i
le Electric Caop Inc. ue “’5;"3:;: Shield o HMO Both Same $53790| $1.20202| $1.653.54 $484.11 $816.17] sioa1o3]  oo% $0.00 $0.00] $1,500.00] $3,000.00 $20.00
PPO $449.56|  $1,00453]  $1,381.94 s404.60,  s682.09]  s870.79]  0.0% §750.00] $225000] $3,500.00] $7.000.00 $25.00

7 S S T O z R T AR R e R P TR e Ca AT AT R E Z 7
Union $612.29 $1,663.93 $1.663.93 $477.76 SI,239,381 51,239.38 16.5% $500.00 $1,000.00 51,900.00 2,000.00 $40.00 - l -
Sho-Me Power Electric Coop NRECA PPO Non-Unton $§462.35 $1,035.31 $1,035.31 $462.35 $1,035.31 $1,035.31 17.7% $3,000.00 $6,000.00 56.00 $0.00 $0.00 1/2 of ded
Non-Unton $639.08 $1,725.71 $1,725.71 $639.08 $1,725.71 $1,725.71 18,

0% $250.00 $500.00  $500.00 $1,000.00 $40.00

NRECA/CBA HSA Non-Union $499.11 $1.008.77 $1,306.38} $449.20 $805.96

IBEW-NECA PPO Unton $281.06

$1,014.29 18.0% $2,500.00 SS,OOO‘OO] $4,500.00 $9,000.00 -

$400.00 $800.00

Sierra Southwest Coop

$281.06




L INSURA

G&T

COVERAGE

Insurance Carrier/TPA

Type of
Plan (i.e.
PPO, HMO,
ete.}

Employee
Group

NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012 BENEFITS SURVEY

Total MONTHLY

Premium Cost

MONTHLY Dollars Paid by Coop

Tiers of Coverage

Tiers of Coverage

% of Total

Single Flus
Single (Emplovee| Dependent .
Only) Coverage | (Employee Family
Plus Spouse}

Single Plus
Single (Employee | Dependent )
Oufy) Coverage (Employee Family
Plus Spouse)

Details of Coverage

South Mississippi Electric Power

$500.00

Health
Insurance Rate
Inerease or n, b, PR Max. Qutof | Max. Outof | Employee Co-}Employee Co-! 5
Since Per Per e  fe Employer
Last Renewal Person Family Pocket per Pocket per Pay for Dr. | Pag for Dr. Contribution §
Year-Single | Year- Family Visit 5 Visit %

sy

$20.00/]

As UMR PPO Both Same $440.90 - $602.97 $440.90 - $361.78 $1,500.00 $1,500.00] $4,500.00 - -
Sunflower Electric Power Corp BCBS of Kans PPO Both Sam $49039) $1,054.41 $1,541.61 $458.5 $985.87] $1,441.41 8.2% $200.00 $400.00 $400.00, $800.00 $15.00 - $10.00
PPO $535.93 $1,083.31 $1,559.98 §526.45 $943.67 $1,230.20i 15% $1,000.00 $2,000.00 $3,000.00 $6.000.00 $10.00 - -
Wabash Valley Power Assn Anthem Non-Unton X
HSA $443.80 $897.08 51,2917 $435.34 §774.22 $1,000.27 15% $1,500.00 $3,000.00 $3,000.00 $6,000.00
SRR T T SRS SRURRIRIEI T T S S A S AT RS R T O RS e T H T PSP e R SE T EPEREL D e
$417.28 $1,142.59 $350.43 $956.59, $1,000.00{ $3,000.00] $2,000.00{ $4,000.00 $25.00
$355.19 5974.69 $350.43 $956.59 $500.00 $1,500.00 $1,000.00 $2,000.00 $25.00
Note: High deductible health plarn - single coverage - $1,500 deductible; $2.000 max out of pocket.
Western Fasmers Elect Coop BCBS PPO Nen-Union - - High deductible health pian - family coverage - Family Deductible (the total in deductibles paid by one or
. more family members must reach the family deductible amount) $3.000; max out of pocket $4,000.
§299.39 5773.60 $350.43 $936.59 WFEC contributes to the Health Savings Account. The contribution is prorated based on the month n which
the emplovee becomes eligible to obtam a HSA. The maximum vearly amount WFEC will contribute 1s
$2.018.52 for the emplovee enrolled in HDHP family coverage and $380.68 for single coverage.
T T T T T Y PN ML AR WL A ML P RS e T e DT e FRERFHATY FLFLEREL DR N SR LM LN L BT A LA YA L S Pl AP0
Woiverine Power Coop BCBS of Michigan PPO Both Same 534485 $827.64 $1,034.55 $344.SS] $827.64]  $1,034.55 11.3% $100:00 $200.00 $500.00{ $1,000.00 $10.00 0.0% l -

Page 4 of 4



NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012 BENEFITS SURVEY

PAID TIME OFF

Vacation Holidays Sick Leave

Maximum Minimum

’ mployee Maximum . Total Number
I Employ Number of Years of Do You Havea| Maximum . Total Number | Total Number s Payout Upon
Grou : X Hours of X of Holidays . s Days Acerued | Maximum Days .
P Days Per Year| Serviceto C Y Vacation Sell |Hours that Can (Fixed and of Fixed of Floating Per Year Allowed Separation of
for Senior Reach the arryover Back Policy be Sold Back X Holidays Holidays : Employment?
P Maxi Allowed Floating)
erson aximum |

Arkansas Electric Coop Corp Non-Union 20 19 2yr No - 8 8 0 12 No

Non-Union Unlimited ’ o No
Associated Electric Coop 24 25 No - 11 11 0 i2 Unlimited
Union 80

Non-Union
Basin Electric Power Coop . No Maximum
Union 220 25 320 No - 10 9 1 104 No
Non-Union 25 25 200 9 3 Yes
Big Rivers Electric Corp Yes 80 i2 12 No Maximum
Union 20 15 160 10 2 No
Non-Union 432
Central Electric Power Coop/MO 27 30 No 0 10 9 1 12 130 Yes
Union 80
Central Electric Power Coop/SC Non-Union
Central lowa Power Coop Both Same 25 20 25 No 0 9 9 0 8 unlimited Yes
Non-Union
Dairyland Power Coop
Union

Deseret Power Non-Union 29 21 1000 Yes 840 10 8 2 0 0 Yes

Non-Union

East Kentucky Power Coop Unlimited

T T TN T T T T

Page | of 4



PAID TIME OFF

G&T

Employee
Group

NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012 BENEFITS SURVEY

BA

Sick Leave

Non-Union

Non-Union

33

25

360

Both Same

31

20

Dx annual limi

Page 2 of 4

80

80

Vacation Holidays

Maximum Minimum Maximum Total Number

Number of Years of ximu Do You Haveaj Maximum um Total Number | Total Number . Payout Upon
. Hours of . of Holidays . X Days Accrued | Maximum Days .

Days Per Year Service to Vacation Sell |Hours that Can . of Fixed of Floating Separation of
. Carryover . (Fixed and . . Per Year Allowed

for Senior Reach the Back Pelicy be Sold Back R Holidays Holidays Employment?

. Allowed Floating)
Person Maximum

Unlimited




PAID TIME OFF

G&T

Employee
Group

NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012 BENEFITS SURVEY

JHoosier Energy REC, Inc.

Both Same

Vacation Holidays Sick Leave

Maximum Minimum Maxi Total Number

Number of Years of MMM You Havea| Maximum . Total Number { Total Number . Payout Upon
. Hours of . of Holidays . . Days Accrued | Maximum Days .

Days Per Year Service to Vacation Sell [Hours that Can i of Fixed of Floating Separation of
. Carryover . (Fixed and . . Per Year Allowed

for Senior Reach the Back Policy be Sold Back . Holidays Holidays Employment?

. Allowed Floating)
Person Maximum

160

15

40

80

ity D

KAMO Power

20

400

No Max

13

10

12

18

130

Minnkota Power Coop Non union 25 25 1/2 annual Yes 80 13 10 3 12 65 No
accrual
Minnkota Power Coop Union 25 25 Unlimited No - 13 10 3 12 Unlimited No
North Carolina Blectric Membership} . (pi0n 20 15 360 Yes 40 10 9 1 10 No Max Yes
Corporation
Northeast Missouri Power Non-Union 20 16 80 Yes 10 9 1 12 No
Northwest lowa Power Coop Both Same 30 40 40 No 10 7 3 10 Unlimited No
Old Dominion Electric Coop Non-Union 25 240 - 10 9 1 12 120 No
Non-Union 80 7 2
PowerSouth Energy Coop 26 18 300 Yes 9 6 65 No
Union 40 8 1

Seminole Electric Coop Inc.

Both Same

26

16

The greater of
168 or amt
earned per year

40

Sho-Me Power Electric Coop

Non-Union

Union

25

22

520

Unlimited

Qiarra Crirthivect Mann

Non-Union

2n

ARN

Jage 3 of

11

10

No Max

N

O

7 l N/ A

15

Unlimited

RPN



PAID TIME OFF

G&T

Employee
Group

NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012 BENEFITS SURVEY

Sick I;eave

Person
;

South Mississippi Electric Power

Both Same

Sunflower Electric Power Corp

Both Same

24

2x

100 hours

>=

remainin

Non-Union

20

Vacation Holidays
Maximum Minimum Maximum Fotal Numbe
Number of Years of A Do You Havea] Maximum oA . T | Total Number | Total Number R Payout Upon
) Hours of R of Holidays . . Days Accrued | Maximum Days .
Days Per Year| Service to Vacation Sell |Hours that Can . of Fixed of Floating Separation of
. Carryover X (Fixed and R . Per Year Allowed
for Senior Reach the Back Policy | be Sold Back B} Holidays Holidays Employment?
Maximum Allowed Floating)

Wabash Valley Power Assn

Tt

Western Farmers Elect Coop

Non-Union

22

240

Wolverine Power Coop

Both Same

25

half of accrua

lha]f of accrua

Unlimited

13

100
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NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012 BENEFITS SURVEY

OTHER BENEFITS AND RETIREE BENEFITS

Retiree Benefits (Also See Essay Questions Below)

Other Benefits {Also See Essay Question:
. Medical Coverage (after 65 Medical Coverage (age 55 to
Below) Medical Coverage (age 62) . 8 ,( : '8 (ag
Employee w/Medicare primary) nermal retirement)
Group Do You
I Provide Maximum
G& (Select @ ou Have a| D0 You Haveal Do Vou Provide| ) For Retired For Retired For Retired C Percent Coop
Non-Union|”° ou BAve s Formal Personalized edical € For Dependent(s} For Dependent(s) For Dependent(s} overage Pays (%)
. Tuition 1 t Employee, Employee, Employee, Available (§)
or Union) . Employee Benefits nsurance (o Employer Pays Employer Pays i Employer Pays
Reimbursemen s . Employer Pays Employer Pays o Employer Pays oo
Assistance Statements to Retirees? What %? What %? o What %?
t Plan? What %? What %? ‘What %?
Plan (EAPY? Employees?

Arkansas Electric Coop Corp Non-Union Yes Yes No Yes 0.00% 0.00% 0.00% 0.00% 0.00% $0.00 0.00%
Non-Union Yes Yes Yes Yes 0.00% 0.00% 0.00% 0.00% 0.00% - 0.00%
Associated Electric Coop
Union Yes No Yes Yes 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Basin Electric Power Coop Both Same Yes Yes Yes Yes 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% no lifetime max 0.00%
e £ T TR e I i et T = O O R TR SR AL
Non-Union
fBig Rivers Electric Corp Yes Yes No Yes 85.00% 85.00% - -
Union - - - -

Central Electric Power Coop/SC Non-Union [

P P e T SRS TP A L N e T

Central lowa Power Coop Both Same Yes

Dairyland Power Coop Both Same

Deseret Power Non-Union

50.00% 50.00% 50.00%

100.00% 0.00% 70.00% 0.00% 100.00% 0.00% - l -

East Kentucky Power Coop Non-Unton

East River Electric Non-Union

R R T O T O R B

Georgia Transmission Non-Union Yes Yes Yes

Great River Energ, Both Same

58.00% 25.00% 0.00% 58.00% 25.00%
Hoosier Energy REC, Inc. Both Same 50.00% | 0.00% 0.00% 0.00% 0.00% - -

Page f of 3



G&T

Employee

Other Benefits (Also See Essay Questions
Below)

NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012

BENEFITS SURVEY

Retiree Benefits (Also See Essay Q

uestions Below)

Medical Coverage (age 62)

Medical Coverage (after 65
w/Medicare primary)

Medical Coverage (age 55 to
normal retirement)

Group
(Select
Non-Union
or Union)

Do You Havea
Tuition
Reimbursemen
t Plan?

Formal
Employee
Assistance
Plan (EAP)?

Do You Have a| Do You Provide

Personalized
Benefits
Statements to
Employees?

Do You
Provide
Medical Fg;‘ R;gh:ed For Dependent(s) I;;); Rl:’“r:d For Dependent(s) FI;:: Rlzh::d For Dependent(s)
Insurance to Em l: ez Pez; ] Employer Pays Em lcf) e:el’; S Employer Pays Em l:yel}: Px; £ Employer Pays
Retirees? it What %2 ndobied What %2 Vot g What %2

Maximum
Coverage
Available (8)

Unlimited

Percent Coop
Pays (%)

KAMO Power

Non-Unton

Minnkota Power Coop

Unton

North Carolina Electric Membership
Corporation

Non-Union

No

Non-Union

Both Same

ity

Old Dominton Electric Coop

Both Sa

Tt

h Energy Coop

Both Same

Both Same

Both Same

Both Same

Not

50.00% -

50.00%

0.00%

0.00%

0.00%

0.00%

50.00% 50.00%

$200.00

50.00% .

loyees hir

ploy ed prior to 5/1/1997

RIS A

Note: Retiree Medical-Association contributes a $ amount instead of a percentage
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Western Farmers Electric Coop

Employee
Group
{Select

Non-Union

or Union)

Non-Union

Other Benefits (Also See Essay Questions

NATIONAL G&T HUMAN RESOURCES PROFESSIONAL ASSOCIATION
2012 BENEFITS SURVEY

Below)

Do You

. Provide

Do You Have Do You Have a} Do You Provide Medical

° T(:lition  Formal Personalized edica

. Employee Benefits Insurance to
Reimbursemen > : A
t Plar? Assistance Statements to Retirees?
? Plan (EAP)? Employees?

Wolverine Power Coop

Both Same

Medical Coverage (age 62)

Medical Coverage (after 63

Medical Coverage (age 55 to

w/Medicare primary) normal retirement)
Maximum
!;;:‘Rletxrzd For Dependent(s) F;;le)h:d For Dependent(s) F;;R!zh::d For Dependenti(s) Co'verage
ployee, Employer Pays ployee, Employer Pays ployee, Employer Pays Available (3)
Employer Pays What %? Employer Pays What %? Employer Pays What %?
What %? e What %? o :

What %?

Percent Coop
Pays (%)

Page3of 3
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2012-2013 Merit Budget and Salary Range Movement Summary
i tAveyages and Include Zeros

Actual 2012 Merit Budget Increases

Nonexempt
Survey Source All Executives Exempt Salaried Hourly
WorldatWork 2.8% 2.8% 2.9% 2.9% 2.8%
Towers Watson - 2.8% 2.8% 2.7% 2.7%
Aon Hewitt -- 2.9% 2.8% 2.7% 2.7%

Mercer 2.7% 2.7% 2.7% 2.7% 2.7%

Composite

Actual 2012 Increase to Salary Range Midpoints

Nonexempt
Survey Source All Executives Exempt Salaried Hourly
WorldatWork - o 17% 1.7% 2.1% 1.7%

Towers Watson - 1.7% 1.8% 1.7% 1.7%

——

TOWERS WATSON (A

Projected 2013 Merit Budget Increases

Nonexempt
All Executives Exempt Salaried Hourly
3.0% 3.0% 3.0% 3.0% 2.9%
- 3.0% 2.9% 2.9% 2.9%
- 3.0% 3.0% 3.0% 2.9%
2.9% 3.0% 2.9% 2.9% 2.9%

Composite

Projected 2013 Increase to Salary Range Midpoints

Nonexempt
All Executives Exempt Salaried Hourly
-- 2.0% 2.0% 2.1% 1.9%
- 1.9% 2.0% 2.0% 1.9%

Composite

Towers Watson 8/23/2012

Composite

Page 1 of 1
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2012 General Industry Salary Budget ——
Survey Report - U.S. TOWERS WATSON (A

Executive Summary

Key Findings

e 93.8% of participating organizations project salary increases in 2013, up from the 87.2% which actually
granted increases in 2011.

100.0% -
93.8%

90.0% -

80.0% -

70.0% A

60.0% -

50.0% +—- : ' i
2013 2012 2011

e Merit increases continue to rise as the majority of projected increases for 2013 are higher than what was
budgeted in 2012.

3.1%
# 3.0% 3.0%

2.9% 2.9% 2.9% 2.9%
2.8%

2.8% 2.8% 2.8% 2.8% 2.8% 2.8%

)

Management (Excluding Exempt, Non- Nonexempt Salaried Nonexempt Hourly
Executives) Management

Executive

2011 Actual Merit Increases Granted »2012 Merit Salary Increase Budget m2013 Merit Salary Increase Projection
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2012 General industry Salary Budget

Survey Report - U.S. TOWERS WATSON (A_/

Executive Summary

Key Findings (continued)

o Total increases projected in 2013 are moderately higher than total increases budgeted for 2012.

s GrantingNo Increases) : : ]
2011 ¢ ' Sy RO TS e T 03 T Y nerease

Entire Sample Combined (Including Companie

Salary Increases Salary increases . . ‘Salary Increases . from 2011
R ) o LY RN ) N Budgeted to
Avg. % #of Avg. % #of : Avg. % #of ‘2012

: L Granted Responses ‘Budgeted Responses Projected Responses Projected
Executive 3.0% 625 2.9% 626 3.1% 584 6.9%
Management (Excluding Executives) 2.9% 673 3.0% 678 3.1% 624 3.3%
Exempt, Non-Management 2.9% 671 2.9% 677 3.1% 621 6.9%
Nonexempt Salaried 2.8% - 514 2.9% 532 3.1% 497 6.9%
Nonexempt Hourly 2.8% 546 2.9% 532 3.0% 511 3.4%

» More organizations plan to adjust salary range midpoints in 2013 as compared to the percentage of
organizations that adjusted or plan to adjust salary range midpoints in 2011 and 2012.

Entire Sample Combined

~ Organizations That Adjusted |  Organizations That Adjusted or Planto Adjust | Organizations That Plan to Adjust
Salary Range Midpoints in 2011 ‘ Salary Range Midpoints in. 2012 - - ° Salary Range Midpoints in 2013
T#or [ %oF | #of |  #of | of Fof Wof [ %ok “Hof
Orgs. Orgs. Responses Orgs. Orgs. Responses Orgs. Orgs. Responses
454 64.5% 704 483 68.6% 704 558 79.3% 704

¢ Short-term incentive budgeted for 2012 and projected for 2013 remain fairly consistent.

Entire Sample Combined

2011 Actual Short-Term 2012 Short-Term 2013 Short-Term
Incentive/Bonus Granted (as Incentive/Bonus Budgeted Incentive/Bonus Projected

% of Total Base Salaries) (as % of Total Base Salaries) | (as % of Total Base Salaries)

Average Median Average Median Average Median Reéﬁ:rf,ses
Executive 43.2% 40.0% 42.9% 40.0% 43.0% 40.0% 448
Management, Excluding Executives 21.2% 18.0% 21.5% 19.0% 21.6% 19.3% 479
Exempt, Non-Management 12.6% 10.0% 12.7% 10.0% 12.9% 10.0% 420
Nonexempt Salaried 8.3% 5.3% 8.3% 5.0% 8.6% 5.0% 250
Nonexempt Hourly 7.5% 5.0% 7.4% 5.0% 7.3% 5.0% 234
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2012 General Industry Salary Budget
Survey Report - U.S.

TOWERS WATSON LA/

Executive Summary

Salary Increase Budgets and Range Increases

e Total increases granted, budgeted and projected are depicted below.

3.5%

3.3% 3.3%

Executive

w2011 Actual Total Salary Increases Granted 2012 Total Salary Increases Budget m2013 Total Salary Increase Projection

3.2% 3.2%

Management (Excluding
Executives)

Exempt, Non-

Management

« Average increases to salary range midpoints are detailed below.

Entire Sample Combined

3.1% 3.1%

Nonexempt Salaried

Nonexempt Hourly

3.1% 3.1%

k “2‘051 Actuai I’n;:ré:iase to 2012 Planned Int;réase to 2013 Projectéd In(;réase fo
Salary Range Midpoints Salary Range Midpoints Salary Range Midpoints
Avg. Increase # of Avg. Increase #of Avg. Increase # of
as % of Salary Responses as % of Salary Responses as % of Salary Responses
Executive 2.3% 304 2.3% 324 2.3% 330
Management, Excluding Executives 2.2% 413 2.3% 439 2.3% 450
Exempt, Non-Management 2.2% 417 2.3% 436 2.3% 450
Nonexempt Salaried 2.2% 289 2.4% 308 2.3% 335
Nonexempt Hourly 2.3% 314 2.3% 327 2.3% 340
Towers Watson Data Services Page 26



2012 Cenerl sty Sy Bucge roweRs waTsoN T
Salary increase Budgets and Range Increases
Salary Increases
AVERAGE SALARY INCREASES IN ORGANIZATIONS GRANTING INCREASES
Merit Increases (% of Salary) Total Increases (% of Salary)
2011 Actual 2011 Actual
Salary 2012 Salary 2013 Salary Salary 2012 Salary 2013 Salary
increases increase Increase Increases Increase Increase i of
Granted Budget Projection Granted Budget Projection Responses
Entire Sample Combined
Executive 3.1% 3.0% 3.0% 3.3% 31% 3.1% 699
Management (Excluding Executives) 2.8% 2.8% 2.9% 3.0% 2.9% 3.1% 763
Exempt, Non-Management 2.8% 2.8% 2.9% 2.9% 3.0% 3.1% 765
Nonexempt Salaried 2.8% 2.8% 2.9% 2.9% 3.0% 3.1% 582
Nonexempt Hourly 2.7% 2.8% 2.9% 2.8% 2.9% 3.0% 618
For-Profit Organizations
Executive 3.1% 3.0% 3.0% 3.3% 3.1% 3.2% 564
Management (Excluding Executives) 2.9% 2.9% 3.0% 3.0% 3.0% 31% 612
Exempt, Non-Management 2.8% 2.9% 2.9% 3.0% 3.0% 3.1% 611
Nonexempt Salaried 2.8% 2.9% 2.9% 2.9% 3.0% 31% 480
Nonexempt Hourly 2.7% 2.8% 2.9% 2.8% 3.0% 3.0% 480
Not-For-Profit Organizations
Executive 2.9% 2.8% 2.9% 3.1% 2.9% 2.9% 135
Management (Excluding Executives) 2.7% 2.7% 2.9% 2.8% 2.8% 2.9% 151
Exempt, Non-Management 2.7% 2.7% 2.8% 2.7% 2.8% 2.9% 154
Nonexempt Salaried 2.6% 2.7% 2.9% 2.7% 2.8% 2.9% 102
Nonexempt Hourly 2.6% 2.7% 2.8% 2.7% 2.8% 2.8% 128
Durable Goods Manufacturing
Executive 3.2% 3.0% 3.0% 3.3% 3.1% 3.2% 115
Management (Excluding Executives) 3.0% 2.9% 3.0% 3.0% 3.0% 3.1% 127
Exempt, Non-Management 2.9% 2.8% 3.0% 3.0% 3.0% 3.1% 127
Nonexempt Salaried 2.9% 2.9% 3.0% 3.0% 3.0% 3.1% 106
Nonexempt Hourly 2.8% 2.9% 2.9% 2.9% 3.0% 3.1% 98
Non-Durable Goods Manufacturing
Executive 3.1% 3.0% 3.0% 3.1% 3.1% 3.1% 104
Management (Excluding Executives) 2.9% 2.9% 2.9% 3.0% 3.0% 3.1% 112
Exempt, Non-Management 2.8% 2.9% 2.9% 3.0% 3.0% 3.1% 112
Nonexempt Salaried ’ 2.8% 2.9% 2.9% 2.9% 3.0% 3.1% 97
Noenexempt Hourly 2.7% 2.7% 2.9% 2.8% 2.8% 2.9% 89
High Tech
Executive 3.2% 3.0% 3.0% 3.8% 3.1% 3.4% 60
Management (Excluding Executives) 2.9% 2.9% 3.0% 3.1% 3.0% 3.2% 69
Exempt, Non-Management 2.9% 2.9% 3.0% 3.0% 3.1% 3.2% 69
Nonexempt Salaried 2.8% 2.9% 3.0% 3.0% 3.0% 3.2% 52
Nonexempt Hourly 2.8% 2.9% 2.9% 3.0% 3.0% 3.1% 58

Table continues on next page.
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2012 General Industry Salary Budget

Survey Report - U.S, TOWERS WATSON {A_/

Salary Increase Budgets and Range Increases

Salary Increases (continued)

AVERAGE SALARY INCREASES IN ORGANIZATIONS GRANTING INCREASES (continued)

Merit Increases (% of Salary) Total Increases (% of Salary)
2011 Actual 2011 Actual
Salary 2012 Salary 2013 Salary Salary 2012 Salary 2013 Salary
Increases increase Increase Increases Increase Increase #of
Granted Budget Projection Granted Budget Projection Responses
Industry Sector (continued) ‘ i ' ' ‘
Energy
Executive 3.3% 3.2% 3.3% 4.0% 3.6% 3.6% 65
Management (Excluding Executives) 3.1% 3.1% 3.2% 3.3% 3.4% 3.4% 71
Exempt, Non-Management 3.0% 3.0% 31% 3.3% 3.4% 34% 70
Nonexempt Salaried 3.0% 3.0% 3.1% 3.3% 3.3% 3.4% 57
Nonexempt Hourly 3.0% 3.0% 3.1% 3.1% 3.3% 3.3% 64
Retail and Wholesale Trade
Executive 3.0% 2.8% 2.9% 3.2% 2.9% 3.1% 52
Management (Excluding Executives) 2.7% 2.7% 2.8% 2.9% 2.9% 3.0% 52
Exempt, Non-Management 2.8% 2.7% 2.8% 3.0% 2.9% 3.0% 53
Nonexempt Salaried 2.7% 2.7% 2.8% 2.8% 2.9% 3.0% 39
Nonexempt Hourly 2.7% 2.8% 2.8% 2.9% 2.9% 3.0% 48
Services
Executive 3.2% 3.0% 31% 3.3% 3.0% 3.1% 170
Management (Excluding Executives) 2.9% 2.9% 2.9% 2.9% 2.9% 3.0% 184
Exempt, Non-Management 2.8% 2.9% 2.9% 2.9% 2.9% 3.0% 184
Nonexempt Salaried 2.8% 2.9% 2.9% 2.8% 2.9% 3.1% 132
Nonexempt Hourly 2.7% 2.9% 2.9% 2.8% 3.0% 3.0% 147
Health Care
Executive 2.6% 2.7% 27% 2.8% 2.7% 2.8% 61
Management (Excluding Executives) 2.6% 2.5% 2.6% 2.7% 2.7% 2.7% 73
Exempt, Non-Management 2.6% 2.6% 2.7% 2.7% 2.7% 2.8% 74
Nonexempt Salaried 2.5% 2.5% 2.6% 2.5% 2.5% 2.6% 43
Nonexempt Hourly 2.5% 2.5% 2.6% 2.7% 2.7% 27% 73
Banking and Finance
Executive 2.8% 2.7% 2.8% 3.0% 2.9% 3.1% 55
Management (Excluding Executives) 2.6% 2.6% 2.8% 2.7% 2.8% 3.0% 66
Exempt, Non-Management 2.5% 26% 2.8% 2.6% 2.8% 3.0% 66
Nonexempt Salaried 2.4% 2.6% 2.8% 2.6% 2.7% 3.0% 52
Nonexempt Hourly 2.4% 2.6% 2.7% 2.5% 2.7% 2.9% 46
Insurance
Executive 2.9% 3.0% 3.1% 3.3% 3.1% 3.2% 77
Management (Excluding Executives) 2.9% 2.9% 3.1% 3.1% 2.9% 3.2% 78
Exempt, Non-Management 2.9% 2.9% 3.0% 3.0% 3.0% 3.1% 79
Nonexempt Salaried 2.8% 2.9% 3.0% 2.9% 3.0% 3.1% 56
Nonexempt Hourly 2.8% 2.9% 3.0% 2.8% 2.9% 3.1% 53
Table continues on next page.
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Salary increase Budgets and Range Increases

Salary Increases (continued)

AVERAGE SALARY INCREASES IN ORGANIZATIONS GRANTING INCREASES (continued)

Merit Increases (% of Salary)

Total Increases (% of Salary)

2011 Actual 2011 Actual
Salary 2012 Salary | 2013 Salary Salary 2012 Satary 2013 Salary
Increases increase Increase Increases Increase Iincrease # of
_ Grantgd Budget Projectipn Granted Budget Projg_pﬁon Responses
Northeast
Executive 3.0% 2.9% 3.0% 3.2% 3.0% 3.1% 165
Management (Excluding Executives) 2.8% 2.8% 2.9% 2.9% 2.9% 3.0% 180
Exempt, Non-Management 2.7% 2.7% 2.8% 2.8% 2.8% 3.0% 181
Nonexempt Salaried 2.7% 2.7% 2.9% 2.9% 2.9% 3.0% 139
Nonexempt Hourly 2.7% 2.7% 2.8% 2.8% 2.8% 2.9% 141
Southeast
Executive 3.0% 2.9% 2.9% 3.1% 2.9% 3.0% 104
Management (Excluding Executives) 2.8% 2.8% 2.9% 2.9% 2.9% 3.0% 114
Exempt, Non-Management 2.8% 2.8% 2.9% 3.0% 2.9% 3.0% 114.
Nonexempt Salaried 2.7% 2.8% 2.9% 2.9% 2.9% 3.1% 87
Nonexempt Hourly 2.7% 2.7% 2.9% 2.9% 2.8% 3.0% 97
North Central
Executive 3.0% 3.0% 3.0% 3.2% 3.0% 3.1% 242
Management (Excluding Executives) 2.8% 2.8% 2.9% 2.9% 2.9% 3.0% 263
Exempt, Non-Management 2.8% 2.8% 2.9% 2.9% 2.9% 3.0% 266
Nonexempt Salaried 2.7% 2.8% 2.8% 2.8% 2.8% 2.9% 195
Nonexempt Hourly 2.6% 2.8% 2.8% 2.7% 2.9% 2.9% 215
South Central
Executive 3.3% 3.1% 3.2% 3.3% 3.2% 3.3% 105
Management (Excluding Executives) 2.9% 3.0% 3.1% 3.0% 3.1% 3.2% 113
Exempt, Non-Management 2.9% 3.0% 3.1% 3.0% 3.2% 3.3% 113
Nonexempt Salaried 2.9% 3.0% 3.1% 3.1% 3.2% 3.3% 91
Nonexempt Hourly 2.8% 2.9% 3.0% 2.9% 3.1% 3.2% 96
West Coast
Executive 3.2% 3.1% 3.1% 3.6% 3.2% 3.3% 83
Management (Excluding Executives) 3.1% 3.0% 3.1% 3.1% 3.1% 3.3% 93
Exempt, Non-Management 3.0% 3.0% 3.1% 31% 3.2% 3.4% 9
Nonexempt Salaried 2.8% 2.9% 3.0% 3.0% 3.1% 3.2% 70
Nonexempt Hourly 2.9% 3.0% 3.1% 2.9% 3.1% 32% 69
Table continues on next page.
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Survey Report - U.S. TOWERS WATSON {A_/
Salary increase Budgets and Range Increases
Salary Increases (continued)
AVERAGE SALARY INCREASES IN ORGANIZATIONS GRANTING INCREASES (continued)
Merit Increases (% of Salary) Total increases (% of Salary)
2011 Actual 2011 Actual
Salary 2012 Salary 2013 Salary Salary 2012 Salary 2013 Salary
Increases Increase Increase Increases Increase Increase # of
N Granted Budget Proqutiqn Granted Bud’get Projecgion Responses
Under 1,000 FTEs
Executive 3.2% 3.1% 3.2% 3.4% 31% 3.2% 121
Management (Excluding Executives) 3.0% 3.0% 3.1% 32% 3.1% 3.3% 138
Exempt, Non-Management 3.0% 3.0% 3.1% 3.1% 31% 3.2% 136
Nonexempt Salaried 2.9% 2.9% 3.0% 3.0% 3.0% 3.1% 113
Nonexempt Hourly 2.8% 3.0% 3.0% 2.8% 3.1% 3.1% 102
1,000 - 4,998 FTEs
Executive 3.1% 3.0% 3.0% 34% 3.1% 3.2% 271
Management (Excluding Executives) 2.8% 2.9% 2.9% 3.0% 3.0% 3.1% 298
Exempt, Non-Management 2.8% 2.9% 2.9% 2.9% 3.0% 3.1% 301
Nonexempt Salaried 2.8% 2.9% 2.9% 2.9% 3.0% 3.1% 215
Nonexempt Hourly 2.7% 2.8% 2.9% 2.8% 2.9% 3.0% 253
5,000 - 19,999 FTEs
Executive 3.0% 2.9% 2.9% 3.1% 2.9% 3.1% 206
Management (Excluding Executives) 2.8% 2.8% 2.9% 2.9% 2.9% 3.0% 220
Exempt, Non-Management 2.8% 2.7% 2.9% 2.9% 2.9% 3.0% 220
Nonexempt Salaried 2.7% 2.7% 2.9% 2.8% 2.9% 3.0% 170
Nonexempt Hourly 2.7% 2.8% 2.9% 2.8% 2.8% 3.0% 179
20,000 FTEs or More
Executive 3.0% 2.8% 2.8% 3.0% 2.9% 2.9% 101
Management (Exciuding Executives) 2.8% 2.8% 2.8% 2.9% 2.9% 2.9% 107
Exempt, Non-Management 2.7% 2.8% 2.8% 2.8% 2.9% 2.9% 108
Nonexempt Salaried 2.7% 2.8% 2.8% 2.9% 2.9% 2.9% 84
Nonexempt Hourly 2.6% 2.7% 2.7% 27% 2.9% 2.9% 84
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Introduction and Background

e Big Rivers Electric Corporation (“Big Rivers”) retained Towers Watson to perform a
competitive market assessment for its staff and management positions

e A similar review was last performed in 2008

e Specifically, the objectives of this competitive market assessment are as follows:

o Compare Big River's current salary structure midpoint levels against the appropriate labor
markets, using national and regional published surveys

o Recommend job evaluation changes and job reassignment for benchmark jobs, where
applicable

» Provide high-level observations and recommendations pertaining to Big River’s salary structure

towerswatson.com © 2012 Towers Watson. All rights reserved. Proprietary and Confidential. For Towers Watson and Towers Watson client use only. 3



Introduction and Background
Methodology and Data Sources

o At the onset of our project, Big Rivers provided Towers Watson with a list of approximately
146* benchmark jobs and job descriptions to be evaluated (covering approximately 40% of
the full-time employee population)

s Approximately 78 of the jobs were included in the 2008 review

o Positions were matched to jobs in published surveys by comparing the job duties and
responsibilities, education and experience requirements

o All matches were reviewed with Human Resources staff to ensure the reasonableness and
accuracy of the survey matches

e Survey scopes and weightings were updated to reflect Big River’'s current revenue size

(approximately $500 million), employment levels (approximately 600 employees) and/or
industry (utilities / energy), where applicable

e Towers Watson gathered 25th, 50th (median) and 75th percentile levels of base salary and
total cash compensation (i.e., salary plus bonus) from published surveys, where available

o Market data from published surveys was compared against Big River's salary structure
midpoints. Survey data has been aged forward by an annualized factor of 2.7%, to a
common date of December 31, 2011

*2 jobs have yet to be priced, due to possible non-benchmark status (Director Power Portfolio Optimization, Senior GIS Specialist)

towerswatson.com © 2012 Towers Watson. All nights reserved. Proprietary and Confidential. For Towers Watson and Towers Watson client use only. 4



Introduction and Background
Labor Market Definition

o A labor market definition practically identifies where a company recruits and competes
for talent, which can vary based on position and/or level within the organization

e Big River’s labor market definition can be defined as follows:

» Compensation surveys that were used in this market assessment include:
» 2011 Towers Watson General Industry Compensation Survey Suite
e 2011 Mercer General Industry Compensation Survey Suite
= 2011 Mercer Energy Industry Compensation Survey

o 2011 G&T Manager's Association Compensation Survey

towerswatson.com © 2012 Towers Watson. All rights reserved. Proprietary and Confidential. For Towers Watson and Towers Watson client use only. 5



Summary of Findings
Base Salary Results — Grade Structure Midpoints vs. Market Median

o When compared to market data, midpoints of the current salary structure are slightly
below market (-4.3% below market)

towerswatson.com

12
16

13

# of

Market Variance

Market Variance

| Incurbenits | (Median) | | Incumbents | (Median)
| 4 5.6% 1 6 5 -5.8%

1 N/A 10 5 12 -3.7%
6 :2.9% 9 2 3 4.4%

12 -3.3% 8 2 15 -0.7%
7 -3.1% 7 1 0 2.4%

66 -4.3% 6 0 0 N/A

29 -5.3% 5 2 0 -4.6%
7 -5.1% 4 1 1 -“11.7%
14 -5.9% 3 3 1 -9.1%

13 -6.0% 2 1 1 -9.4%
6 -5.7% 1 2 0 -8.6%
3 -8.8%
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Summary of Findings
Base Salary Results — Positions More Than 15% Below Market Median

o Grade midpoints for 3 jobs are more than 15% below market median

o Towers Watson considers +/-15% of market median to be within the range of market
competitiveness

17 Insurance & Pension Administrator
12 Engineer | (Electrical) -17.2%
12 General Services Supervisor -19.0%

towerswatson.com © 2012 Towers Watson. All rights reserved. Proprietary and Confidentiai. For Towers Watson and Towers Watson client use only. 7



Summary of Findings
Current Salary Structure

: L
® Blg RIVGT S Current Sa|ary structure Big River's Current Salary Structure
consists of 26 grades N . ] Midpoint
Minimum  Midpoint Maximum Diff.
o Range spreads vary from 35% (grade 1) to 26 | $170584  $214,339  $258,095
o 25 | $151,784  $190,185  $228,587 | 51% 12%
51% (grade 26) 24 | $135364  $169,205  $203,046 | 50% 12%
0, 00
» Midpoint differentials vary from 5% (move §§ 213;:2% ﬁ}ig;gﬂ ﬁ}g‘i;ﬁiﬁ 2302 1502
from grade 1 to 2) to 13% (move from grade 21 | $97,649  $121,083  $144,522 | 48% 11%
25 to 26) 20 | $88,027  $108,889  $129,752 | 47% 11%
19 | $79,599  $98,186  $116,772 | 47% 1%
: : 18 | $72,146  $88,775  $105407 | 46% 10%
o Grad_es 24, 25 and‘26 c_onS|st of Vice N 17 | se5507  $80.486  $95.377 | 45% 10%
President and Senior Vice President positions 16 | $59780  $73.168  $86,558 45% 10%
15 $54,649 $66,700 $78,750 44% 9%
14 | $50,077  $60,967  $71,861 44% 9%
13 | $46,032  $55882  $65,733 43% 9%
12 | $42414  $51,363  $60,312 42% 9%
‘ aﬁge spreé: 11 | $39,204  $47,338  $55473 41% 8%
dif rentlals progresswely WIdeﬁ ""t 10 | $36323 843752 $51.180 | 41% 8%
S~ ~ ‘ 9 $33.762  $40548  $47,332 40% 8%
8 $31,455  $37,684  $43,912 40% 7%
ay; consideration can be glVen to 7 $29.,403 $35,121 $40,840 39% 7%
.the rahge spi'Eads oF lhcludmg an | 6 | $27,547  $32,823  $38.098 | 38% 7%
e | 5 $25893  $30,763  $35,629 38% 6%
4 $24397  $28,912  $33.425 37% 6%
3 $23,063  $27,248  $31434 36% 6%
2 $21,856  $25,754  $29,655 36% 5%
1 $20,776  $24.413  $28,049 35% -

towerswatson.com © 2012 Towers Watson. All rights reserved. Proprietary and Confidential. For Towers Watson and Towers Watson client use only. 8



Observations and Recommendations
Summary

Observations

e Salary grade midpoints are slightly below market competitive levels (-4.3% below
market)

e Salary grade midpoints for 3 positions (listed on slide 7) are below the competitive
market range |

e The design of the current salary structure is appropriate and consistent with market
practices

Recommendations

o To ensure that salary grade midpoints remain market competitive, consider adjusting
the salary structure by 3.0-4.0% in 2012

o Consider grade reassignments for positions with midpoints more than 15% below
market median (listed on slide 10)

e Continue to evaluate the competitiveness of Big River’s salary structure on an ongoing

basis, performing comprehensive reviews of the company’s salary management
program every two years

towerswatson.com © 2012 Towers Watson. All nghts reserved. Proprietary and Confidential. For Towers Watson and Towers Watson client use only. 9



Observations and Recommendations
Job Reassignments (continued)

e For positions with midpoints more than 15% below market median, consider the
following grade reassignments:

Job Title R » » | Current Grade / Midpoint | Market Value Proposed Grade / Midpoint

Insurance & Pension Administrator 17 1($80,486) $95,567 19/($98,186)

Engineer | (Electrical)

(Important to consider career progression and 12/ ($51,363) $62,028 14/ ($60,967)
grade alignment for these positions)

General Services Supervisor 12/ ($51,363) $63,398 15/.($66,700)

__Grade midpoints for Big Rivers current as of November 2011

towerswatson.com
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Appendix
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Appendix

* Represents non-bei._.imark job

A: List of Jobs Included in Market Assessment

FR
|

Accountant

Accountant Il

Accounting Clerk A

Accounting Clerk |

Admin Assistant (Senior Secretary)

Budget Analyst |

Budget Analyst |l

Budget Analyst lil

Building & Grounds Attendant A (aka janitor, custodian)

Building & Grounds Attendant B

Building & Grounds Attendant Lead

Business Systems Liaison

Chemical Engineer |

Chemical Engineer |l

Chemical Engineer Il

Chemist |

Chemist |l

Chemist i

Communications & Community Relations Mgr

Communications Coordinator

Computer Operator

Corporate Files Supenisor

Corporate Safety Administrator

Corporate Safety Trainer

Desktop Support Specialist

Director Environmental Senices

Director Finance

Director Fuels Procurement

Director Information Systems & Technology

Director Power Portfolio Optimization®*

Director Regulatory & Government Relations

towerswatson.com

Director Risk Management/Strategic Planning
Director Supply Chain

Drafter

Easement Agent

Electrical Engineering Supenisor
Employment Specialist

Energy Control Supendsor
Engineer | (Electrical)

Engineer |l (Electrical)

Engineer i (Electrical)

Engineer IV (Electrical)
Executive Assistant

Fuels Logistics Coordinator
Fuels Procurement Associate
General Clerk A

General Clerk B

General Senices Coordinator
General Senices Supenisor
Health & Safety Specialist
Human Resources Assistant
Human Resources Associate
Human Resources Generalist
Human Resources Specialist
Insurance & Pension Administrator
Inventory Control Supenisor
l.ab Supenisor

Lead Accounts Payable

Line Supenisor (Transmission)
Mail Courier

Maintenance Manager

@ 2012 Towers Watson. All rights reserved. Proprietary and Confidential. For Towers Watson and Towers Watson client use only.
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* Represents non-ber...imark job

Appendix

A: List of Jobs Included in Market Assessment (cont’d)

Maintenance Planner

Manager Engineering & Energy Control

Manager Emvironmental Senices / Air Quality

Manager General Accounting

Manager Human Resources

Manager Marketing & Member Relations

Manager Transmission

Material Handling Supenvisor

Network Specialist

Payroll Clerk A

Payroll Clerk B

Payroll Supenisor

PC System Support Lead

Plant Engineer | (Mechanical)

Plant Engineer Il (Mechanical)

Plant Engineer lll (Mechanical)

Plant Manager

Procurement Agent |

Procurement Agent I

Procurement Supenisor

Production Manager

Production Supenisor

Programmer |

Programmer |I

towerswatson.com

Programmer, Sys Analyst

Maintenance Supenisor Receptionist/PBXA
Manager Application Development Receptionist/PBX B
Manager Budgets Scientist |
Manager Business Systems Infrastructure Scientist Ii
Manager Employee & Labor Relations Scientist Ill
Manager Employment & Benefits Secretary

Senior Accountant

Senior Accounting Associate

Senior Budget Analyst

Senior Business Systems Analyst

Senior Chemical Engineer

Senior Chemist

Senior Communications Coordinator

Senior Computer Operator

Senior Drafter

Senior Electrical Engineer

Senior GIS Specialist®

Senior PC System Support Specialist

Senior Plant Engineer (aka Mechanical)

Senior Procurement Agent

Senior Programmer

Senior Scientist

Staff Accountant

Substation Maintenance Supenisor

Substation Operations Supenisor

System Analyst/Programmer

System Analyst/Programmer |

System Analyst/Programmer |I

System Analyst/Programmer Sr

System Supenisor

© 2012 Towers Watson, All nights reserved, Proprietary and Confidential. For Towers Watson and Towers Watson client use only.
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Generation & Transmission (“G&T”) Summary Statistics -
National Rural Electric Cooperative Association G&T Compensation

Survey



Section I:
G&T Summary Statistics




2011 NRECA G&T COMPENSATION SURVEY
GENERAL STATISTICS FOR REPORTING GROUP

OPERATIONAL INFORMATION

ID. NON-U UNION GROSS OPERATING TOTAL
CODE EMPS EMPS REVENUE BUDGET ASSETS
BO1 306 197 $1,458,915,324 $1,420,071,306 $1,844,557,929
BO2 341 315 £1,070,547,000 $1,024,522,000 $2,852,098,000
BO4 250 356 $530,058,852 $523,067,936 $1,472,185,126
BOS 681 $827,446,000 $686,240,000 $3,056,462,000
BO6 226 241

BO7 2 $70,865,714 $67,995,878 $53,253,562
B11l 355 231 $660,248,726 $616,908,528 $1,769,821,865
B12 155 195 $249,073,724 $243,993,425 $562,823,528
B13 375 $1,030,259,115 $2,801,276,000
B14 242 £588,834,054 $627,381,122 $1,214,336,971
B15 440

B16 364 $450,973,648 $373,910, 965 $1,059,249,989
B17 184 $140,251,917 $136,751,916 $277,915,538
B18 230 136 $404,000,000 $390,000,000 $535,000,000
B19 31 94 $147,423,797 $145,272,180 $758,613,150
B21 22 21 69,603,796 $73,257,408 $83,495,733
B22 108 $844,447,000 $790,799,000 $1,512,435,000
B23 68 79 $219,030,902 $6,063,705 $331,852,616
B24 65 $750,136,896 $953,350,515
B25 22 $138,984,507 $274,976,194
B26 127 $181,546,783 $179,103,069 $282,561,283
B27 21 $46,520,770 $48,390, 440 $36,910,438
B28 65 48 $256,177,159 $222,596,588 $308,751,301
B29 18 24 $79,321,243 $82,535,600 $127,059,689
B30 144 $232,737,190 $213,509,844 $466,122,171
B32 33 $538,281,528 $549,177,458 $1,808,410,276
B33 1 $25,000,000 $25,000,000 $5,111,567
B34 158 $342,091,307 $331,494,190 $711,050,816
B35 60

B39 733 592 $999,700,000 $1,000,000,000 $4,900,000,000
B41 191 109 $73,651,547 $80,237,935 $11,014,410
B42 77 54 $177,000,000 $584,000,000
B43 75 58 $183,656,588 $181,828,000 $284,190,580
B44 31 $396,927 $348,908 $584,774
B4S 851 329 $116,000,000 $3,680,000,000
B48 42 $1,166,760,704 $1,190,889,098 $312,733,523
B49 52 42 $107,301,811 $116,664,440 $346,739,861
B50 2 $191,934,460 $513,561 $21,021,852
B51 2 $375,907 $375,907 $133,416
B53 60 $99,536,159 $94,604,226 $167,615,508
B60 35 $178,000,000 $175,000,000 $35,000,000
B62 149 $1,010,382,750

B64 729

B65 330 292 $415,484,014 $430,619,043 $1,321,189,101
B66 6 $103,529,365 £5,825,162 $153,467,858
B69 604 247 888,776,445 $26,633,248 $3,205,450,027
B70 98 219

B72 6 $51,209,229 $2,833,908 $115,237,186
B73 10 $250,327,908 $283,491,817 $330,193,635
B75 57 $118,046,621 $112,509,772 $549,160,686
B77 15 $78,017,217 $75,613,527 $56,950,086
B78

BS1 29 $199,971,000 $196,204,000 $239,915,000
B82 206

AVERAGE 179 185 $382,300,774 $307,838,931 $901,614,756



2011 NRECA G&T COMPENSATION SURVEY
NUMBER OF FULL~TIME REGULAR EMPLOYEES

ID. TECHNICAL PROFESSIONAL MANAGEMENT
CODE POSITION POSITION POSITION
BO1 286 126 62
B02 56 134 130
BO4 411 105 90
BOS 353 177 151
BO6

BO7 1 1
B1l1 51 110 79
Bl2 195 109 46
B13 260 45 70
Bl4 100 90 52
B15

Ble 233 75 56
B17 12 6 26
B18 195 42 73
B19 94 31
B21 21 12 10
B22 1 47 34
B23 28 34 22
B24

B25 4 11 7
B26 83 25 19
B27 7 7 7
B28 48 44 21
B29 3 13 26
B30 90 23 31
B32 8 21 4
B33 1
B34 104 36 18
B35 48 7 5
B39 227 333 181
B4l 14 96 51
B42 25 28 25
B43 75 21 21
B44 8 17 4
B45 390 590 200
B48 13 7 20
B49

B50 1 1
B51 1 1
B53 27 6 18
B60 7 14 9
B62 16 64 36
B64

B65 429 99 94
B66 3 2 1
B69 415 326 110
B70 79 13 17
B72 1 2 2
B73 2 4 2
B75 33 14 10
B77 4 8 3
B78

B8l 12 10 7
B82 108 69 29
AVERAGE 104 66 40



2011 NRECA G&T COMPENSATION SURVEY
AVERAGE AMOUNT OF LAST SALARY STRUCTURE ADJUSTMENT
(ADJUSTMENT %)

ID. TECHNICAL PROFESSIONAL MANAGEMENT
CODE POSITION POSITION POSITION
BO1 2.70 2.70 2.70
BO2 2.00 2.00 2.00
BO4 3.35 2.00 2.00
BOS 3.00 3.00 3.00
BO6 3.00 1.00 1.00
BO7 .00 .00
Bl1l .60 -00 .00
B12 2.75 2.50 2.50
B13 2.10 2.10 2.10
Bl4 7.00 7.00 7.00
B15 3.25 2.75 2.75
B1l6 2.00 2.00 2.00
B17 1.50 1.50 1.50
B18

B19 4.00 4.00 4.00
B21 5.50 3.00 2.50
B22

B23 2.30 2.30 2.30
B24

B2S 1.70 1.70 1.70
B26

B27

B28 2.50 2.50 2.50
B29 4.90 5.40 6.30
B30 2.90 2.90 2.90
B32 .40 .40 .40
B33

B34 1.90 1.90 1.90
B35 3.00 3.00 4.50
B39 2.50 2.50 2.50
B41 1.80 1.80 1.80
B42 6.00 6.00 6.00
B43 2.25 2.25 2.25
B44 4.00 4.00 4.00
B45 3.00 3.30 3.30
B48 2.00 2.00 2.00
B49 2.00

B50 3.50 3.50
B51 3.00 3.00
B53 4.00 4.00 4.00
B60

B62 3.00 3.00 3.00
B64 2.00 2.00 2.00
B65 2.00 2.50 2.50
B66 2.00 3.00 3.00
B69 1.50 1.50
B70 .00 .00 .00
B72

B73 5.00 5.00 5.00
B75 3.00 3.00 3.00
B77

B78

B81

B82 2.00 2.00 2.00

AVERAGE 2.79% 2.62% 2.66%



2011 NRECA G&T COMPENSATION SURVEY
SIZE OF LAST SALARY INCREASE BUDGET/
SIZE OF PROJECTED SALARY INCREASE BUDGET

(***BOTH REPORTED AS A2 % OF PAYROLL)

=== TECH POSITION == === PROF POSITION== === MGMT POSITION ==
ID. LAST SAL PROJ SAIL LAST SAL PROJ SAL LAST SAL PROJ SAL
CODE INCREASE INCREASE INCREASE INCREASE INCREASE INCREASE
BO1 2.00 3.00 3.00
BO2 3.50 3.50 3.50
B04 3.35 3.00 2.00 3.00 2.00 3.00
BOS .00 3.00 .50 3.10 .50 3.10
BO6 3.50 3.00 1.00 1.00 1.00 1.00
BO7 11.80 10.50 3.60 3.20
B1l1l 2.90 2.80 2.90 2.80 2,90 2.80
B12 3.25 3.25 3.00 3.00 3.00 3.00
B13 2.50 3.00 2.50 3.00 2.50 3.00
B14 3.00 3.00 3.00 3.00 3.00 3.00
B1S 3.25 2.75 2.75
B1l6 2.90 3.00 2.90 3.00 2.90 3.00
B17 2.00 2.00 2.00 2.00 2.00 2.00
B18 3.00 3.00 3.00 3.00 3.00 3.00
B19 4.00 2.00 4.00 4.00 4.00 4.00
B21 5.50 2.50 4.00 2.50 4.00 2.50
B22 2.90 3.00 2.90 3.00 2.90 3.00
B23 4,00 4.00 4.00 4.00 4.00 4.00
B24 3.00 3.00 3.00 3.00 3.00 3.00
B25 4.00 4.00 4.00 4.00 4.00 4.00
B26 3.40 5.00 3.40 5.00 3.40 5.00
B27 3.50 3.00 3.50 3.00 3.00 3.00
B28 2.50 2.50 2.50 2.50 2.50 2.50
B29 4.90 4.90 5.40 © 4.90 6.30 4.90
B30 2.90 2.90 2.90
B32 2.50 3.00 2.50 3.00 2.50 3.00
B33 4,00 .00
B34 3.00 3.00 3.00 3.00 3.00 3.00
B35
B39 2.50 2.50 2.50 2.50 2.50 2.50
B41 1.90 2.00 2.00 2.00 1.80 2.00
B42 3.50 3.50 3.50 3.50 3.50 3.50
B43 3.00 3.00 3.00 3.00 3.00 3.00
B44 4.00 4.00 4.00 4.00 4.00 4.00
B45 3.50 3.00 2.80 3.50 2.80 3.50
B48 .00 3.00 .00 3.00 .00 3.00
B49
B50 ’ 3.50 2.80 3.50 2.80
B51 3.00 3.00 3.00 3.00
B53 4.00 4.00 4.00 4.00 4.00 4.00
B60 2.50 3.00 2.50 3.00 2.50 3.00
B62 3.00 3.00 3.00 3.00 3.00 3.00
B64 2.50 2.50 2.50 2.50 2.50 2.50
B65 2.70 2.70 2.70 2.70 2.70 2.70
B66 2.00 3.00 2.00 3.00 2,00 3.00
B69 3.00 3.00 ’ 3.00 3.00 3.00 3.00
B70 .00 1.80 .00 2.50 .00 2.50
B72 5.00 3,00%* 5.00 3.00%* .00 3.00%*
B73 5.00 5.00 5.00 5.00 5.00 5.00
B75 3.10 3.00 5.00 3.50 4.70 3.50
B77 3.50 3.50 3.50 3.50 3.50 3.50
B78
B81 2.50 2.50 2.50 2.50 .00 2.50
B82 2.80 2.30 2.80 2.30 2.80 2.30
AVERAGE 3.01% 3.08% 3.14% 3.26% 2.84% 3.04%

** Increase reported is for existing employees. With anticipated new employees added during 2011,
increase would be 27% technical, 40% profesgsional, and 27% management/supervisory.



Types of Salary Increases Typically Given

Multiple Responses Possible

Performance-

0,
based Merit 69%

70%

General Wage
Increase

Step Increases

Union Contract | d%

Skill/Knowledge

0,
Acquired 1o%
15%
Lump Sum
Cost of Living 13%
13%
& Technical
¢ Professional
Other

B Management/Supervisory

20% 40% 60% 80%



2011 NRECA G&T COMPENSATION SURVEY
TYPES OF SALARY INCREASES TYPICALLY GIVEN
~TECHNICAL POSITION~

PERF GEN cosT SKILL/ UNION
ID. BASED WAGE OF STEP KNOW LUMP CON-
CODE MERIT INCR LIVING INCR ACQ suM OTHER TRACT
BO1 Yes N N Yes N N N Yes
BO2 Yes N N Yes N Yes N Yes
B04 N Yes N N N Yes N Yes
BO5 Yes N N N Yes N N N
BO6 N N N N N N N Yes
BO7 N N N N N N N N
Bl1l Yes N N N Yes N N Yes
B1l2 N Yes N Yes N N N N
B13 Yes Yes N Yes Yes N N N
Bl4 N Yes N N N N N N
B15 N N N Yes N N N N
B16 Yes N N Yes N N N N
B17 Yes Yes N N Yes N N N
B18 Yes N N N N N N Yes
B19 N N N Yes N N N Yes
B21 N Yes Yes N N N N N
B22 N N N N N Yes Yes N
B23 Yes N N N N N N N
B24 Yes N N N N N N N
B25 Yes N N N N N N N
B26 N N N N N N Yes N
B27 N Yes N N N N N N
B28 N N N Yes N N N Yes
B29 N N N Yes N N N Yes
B30 N Yes N Yen N N N N
B32 Yes N N N N N N N
B33 N N N N N N N N
B34 Yes N N Yes N N Yes N
B35 Yes Yes N Yes N N N N
B39 Yes N N N N N N N
B41 Yes N N N N N N N
B42 Yes N N N N N N N
B43 N N N Yes N N N Yes
B44 Yes Yes N N N N N N
B45 N Yes N N N N N Yes
B48 Yes N N N N N N N
B49 N N N N N N N N
B50 Yes Yes N N N N N N
B51 N N N N N N N N
B53 N Yes N Yes Yes N N N
B60 Yes N N N N N N N
B62 Yes N N Yes N N N N
B64 Yes N N N N Yes N N
B65 N Yes N N N N N Yes
B66 Yes N Yes N N Yes N N
B69 N Yes N Yes N N N Yes
B70 N N N Yes N N N Yes
B72 Yes Yes Yes N N N N N
B73 N Yes N N N N N N
B75 N Yes N N N N N N
B77 N Yes N N Yes N N N
B78 Yes N N N N N N N
B81 Yes N N N N N N N
B82 Yes Yes N Yes N N N N

28-Yes 20-Yes 3-Yes 18-Yes 6-Yes 5-Yes 3-Yes 1l4-Yes



2011 NRECA G&T COMPENSATION SURVEY
TYPES OF SALARY INCREASES TYPICALLY GIVEN
~PROFESSIONAL POSITION~

PERF GEN COST SKILL/ UNION
ID. BASED WAGE OF STEP RNOW LUMP CON-
CODE MERIT INCR LIVING INCR ACQ SUM OTHER TRACT
BO1 Yes N N N N N N N
BO2 Yes N N N N Yes N N
B0O4 N Yes N N N Yes N N
BOS Yes N N N N N N N
BO6 Yes N N N N N N N
BO7 Yes N Yes N N N N N
B11 Yes N N N N N N N
Bl2 Yes Yes N N N N N N
B13 Yes Yes N N N N, N N
Bl4 Yes N N N N N N N
B15 N Yes Yes N Yes N N N
B1l6 N N N N N N N N
B17 Yes Yes N N Yes N N N
B18 Yes N N N N N N N
B19 Yes Yes N N N N N N
B21 Yes Yes Yes N Yes N N N
B22 N N N N N Yes Yes N
B23 Yes N N N N N N N
B24 N N N N N N N N
B25 Yes N N N N N N N
B26 N N N N N N Yes N
B27 N Yes N N N N N N
B28 Yes Yes Yes N Yes N N N
B29 N Yes N N N N N N
B30 Yes N N N N N N N
B32 Yes N N N N N N N
B33 N N N N N N N N
B34 Yes N N N N N Yes N
B35 Yes Yes N Yes N N N N
B39 Yes N N N N N N N
B41 Yes N N N N N N N
B42 Yes N N N N N N N
B43 Yes N N N N N N N
B4 4 Yes Yes N N N N N N
B45 N Yes N N N N N N
B48 Yes N N N N N N N
B49 N N N N N N N N
B50 Yes Yes N N N N N N
B51 N N Yes N N N N N
B53 N Yes N Yes Yes N N N
B60 Yes N N N N N N N
B62 Yes N N N N N N N
B64 Yes N N N N Yes N N
B65 N Yes N N N N N N
B66 Yes N Yes N N Yes N N
B69 N Yeg N N N Yes N N
B70 Yes N N N Yes N N N
B72 Yes Yes Yes N N N N N
B73 N Yes N N N N N N
B75 Yes N N N Yes N N N
B77 N Yes N N Yes N N N
B78 Yes N N N N N N N
B81 Yes N N N N N N N
B82 Yes Yes N N N N N N

37 -Yes 21-Yes T-Yes 2-Yes 8-Yes 6-Yes 3-Yes 0-Yes



2011 NRECA G&T COMPENSATION SURVEY
TYPES OF SALARY INCREASES TYPICALLY GIVEN
~MANAGEMENT /SUPERVISORY POSITION~

PERF GEN COST SKILL/ UNION
ID. BASED WAGE OF STEP KNOW LUMP CON-
CODE MERIT INCR LIVING INCR ACQ SuM OTHER TRACT
BOL1 Yes N N N N N N N
BO2 Yes N N N N Yes N N
B04 N Yes N N N Yes N N
B0OS Yes N N N N N N N
BO6 Yes N N N N N N N
B0O7 Yes N Yes N N N N N
B1l1l Yes N N N N N N N
B12 Yes Yes N N N N N N
B13 Yes Yes N N N N N N
Bl4 Yes N N N N N N N
B15 N Yes Yes N N N N N
B16 N N N N N N N N
B17 Yes Yes N N Yes N N N
B18 Yes N N N N N N N
B19 Yes Yes N N Yes N N N
B21 Yes Yesg Yes N Yes N N N
B22 N N N N N Yes Yes N
B23 Yes N N N N N N N
B24 N N N N N N N N
B25 Yes N N N N N N N
B26 N N N N N N Yes N
B27 N Yes N N N N N N
B28 Yes Yes N N Yes N N N
B29 N Yes N N N N N N
B30 Yes N N N N N N N
B32 Yes N N N N N N N
B33 Yes Yes Yes N N N N N
B34 Yes N N N N N Yes N
B35 Yes Yes N Yes N N N N
B39 Yes N N N N N N N
B4l Yes N N N N N N N
B42 Yes N N N N N N N
B43 Yes N N N N N N N
B44 Yes Yes N N N N N N
B45 N Yes N N N N N N
B48 Yes N N N N N N N
B49 N N N N N N N N
B50 Yes Yes N N N N N N
B51 N N Yes N N N N N
B53 N Yes N Yes Yes N N N
B60 Yes N N N N N N N
B62 Yes N N N N N N N
B64 Yes N N N N Yes N N
B6S N Yes N N N N N N
B66 Yes N Yes N N Yes N N
B69 N Yes N N N Yes N N
B70 Yes N N N Yes N N N
B72 Yes Yes Yes N N N N N
B73 N Yes N N N N N N
B75 Yes N N N Yes N N N
B77 N Yes N N Yes N N N
B78 Yes N N N N N N N
B81 Yes N N N N N N N
B82 Yes Yes N N N N N N

38-Yes 22-Yes 7-Yes 2-Yes 8-Yes 6-Yes 3-Yes 0-Yes



Types of Formal Salary Structures/Ranges Used

Multiple Responses Possible

Minimum/
Maximum

Step Structure | 0%

Market Priced

Broadband

Skill-Based Pay

2

: Technical

Other Professional

3

Management/Supervisory

40% 60% 80%

11



2011 NRECA G&T COMPENSATION SURVEY
TYPE OF FORMAL SALARY STRUCTURES/RANGES USED
~TECHNICAL POSITION~

ID. BROAD - SKILL- MARKET STEP
CODE MIN/MAX BAND BASED PRICED STRUCT. OTHER
BO1 Yes N N N Yes N
B0O2 Yes N N N N N
B04 Yes N N N N N
BOS5 N N Yes N N N
B0O6 N N N N Yes N
BO7 N N N N N N
Bl1 Yes N Yes Yes N N
B12 N N N N Yes N
B13 N N N N Yes N
Bl4 Yes N N N N N
B15 Yes N N N Yes N
Bl6 Yes N N N N N
B17 Yes N N Yes N N
B18 Yes N N N N N
B19 N N N N Yes N
B21 N N N N Yes N
B22 N N N N N N
B23 Yes N N N N N
B24 Yes N N N N N
B25 Yes N N N N N
B26 N N N Yes N N
B27 Yes N N N N N
B28 N N N N Yes N
B2S N N N N Yes N
B30 N N N N Yes N
B32 Yes N N N N N
B33 Yes N N N N N
B34 Yes N N Yes Yes N
B35 Yes N N N N N
B39 N Yes N N N N
B41 Yes N N N N N
B42 Yes N N N N N
B43 Yes N N N Yes N
B44 Yes N N N N N
B45 N N N N Yes N
B48 Yes N N N N N
B49 N N N N N N
B50 N N Yes N N N
BS1 N N N N N N
B53 N Yes N N N N
B60 N N N Yes N N
B62 N Yes N N Yes N
B64 Yes N N N N N
B65 Yes N N Yes N N
B66 Yes N N N N N
B69 N N N Yes Yes N
B70 N N N N Yes N
B72 N N N N N Yes
B73 Yes N N N N N
B75 N N N N Yes N
B77 N N N Yes N Yes
B78 Yes N N N N N
B81 N Yes N N N N
B82 N N N N Yes N
27-Yes 4-Yes 3-Yes 8-Yes 18-Yes 2-Yes



2011 NRECA G&T COMPENSATION SURVEY
TYPE OF FORMAL SALARY STRUCTURES/RANGES USED
~PROFESSIONAL POSITION~

ID. BROAD - SKILL- MARKET STEP
CODE MIN/MAX BAND BASED PRICED STRUCT. OTHER
BO1 Yes N N N N N
BO2 Yes N N N N N
BO4 Yes N N N N N
BOS Yes N N N N N
BO6 Yes N N N N N
BO7 N N N N N N
B11l Yesn N N Yes N N
B12 Yes N N N N N
B13 Yes N N N N N
B14 Yes N N N N N
B15 Yes N N N N N
B16 Yes N N N N N
B17 Yes N N Yes N N
B18 Yes N N N N N
B19 Yes N N Yesg N N
B21 Yes N N N N N
B22 N N N N N N
B23 Yes N N N N N
B24 Yes N N N N N
B25S Yes N N N N N
B26 N N N Yes N N
B27 Yes N N N N N
B28 Yes N N N N N
B29 N N Yes N N N
B30 Yes Yes N N N N
B32 Yes N N N N N
B33 Yes N N N N N
B34 Yes N N Yes N N
B35 Yes N N N N N
B39 N Yes N N N N
B41 Yes N N N N N
B42 Yes N N N N N
B43 Yes N N N N N
B44 Yes N N N N N
B45 Yes N N N N N
B48 Yes N N N N N
B49 N N N N N N
B50 N N Yes N N N
B51 N N N N N Yes
B53 N Yes N N N N
B60 N N N Yes N N
B62 Yes N N N N N
B64 Yes N N N N N
B65 Yes N N Yes N N
B66 Yes N N N N N
B69 Yes N N Yes N N
B70 Yes N N N N N
B72 N N N N N Yes
B73 Yes N N N N N
B75 Yes N Yes Yes N N
B77 N N N Yes N Yes
B78 Yes N N N N N
B81 N Yes N N N N
B82 Yes N N N N N
41 -Yes 4-Yes 3-Yes 10~Yes 0-Yes 3-Yes



2011 NRECA G&T COMPENSATION SURVEY
TYPE OF FORMAL SALARY STRUCTURES/RANGES USED
~MANAGEMENT/SUPERVISORY POSITION~

ID. BROAD- SKILL~ MARKET STEP
CODE MIN/MAX BAND BASED PRICED STRUCT. OTHER
BO1 Yes N N N N N
BO2 Yes N N N N N
BO4 Yes N N N N N
BOS Yes N N N N N
BO6 Yes N N N N N
BO7 N N N N N N
Bl11 Yes N N Yes N N
B12 Yes N N N N N
B13 Yes N N N N N
Bl4 Yes N N N N N
B1S Yes N N N N N
Bl6 Yes N N N N N
B17 Yes N N Yes N N
Bl8 Yes N N N N N
B19 Yes N N Yes N N
B21 Yes N N N N N
B22 N N N N N N
B23 Yes N N N N N
B24 Yes N N N N N
B2S Yes N N N N N
B26 N N N Yes N N
B27 Yes N N N N N
B28 Yes N N N N N
B29 N N Yes N N N
B30 Yes Yes N N N N
B32 Yes N N N N N
B33 Yes N N N N N
B34 Yes N N Yes N N
B35 Yes N N N N N
B39 N Yes N N N N
B4l Yes N N N N N
B42 Yes N N N N N
B43 Yes N N N N N
B44 Yes N N N N N
B45 Yes N N N N N
B48 Yes N N N N N
B49 N N N N N N
B50 N N N Yes N N
B51 N N N N N Yes
B53 N Yes N N N N
B60 N N N Yes N N
B62 Yes N N N N N
B64 Yes N N N N N
B65 Yes N N Yes N N
B66 Yes N N N N N
B69 Yes N N Yes N N
B70 Yes N N N N N
B72 N N N N N Yes
B73 Yes N N N N N
B75 Yes N Yes Yes N N
B77 N N N Yes N Yes
B78 Yes N N N N N
B81 N Yes N N N N
B82 Yes N N N N N
41 -Yes 4-Yes 2-Yes 11-Yes 0-Yes 3-Yes



Frequency of Salary Structure Review

Annually
153 | 6%
Bi-Annually ﬁ% 6% & Technical
6% & Professional
E Management/Supervisory
0% 20% 40% 60% 80% 100%

Month of Annualv
Compensation Increas

. Ja‘nuatyj"‘ | - 20%
Date Last Reviewed
— / i ‘ March 2%
Pre January, 2010 6% April | A%
January - July, 2010 12% June 2%
; : Jul 17%
August - September, 2010 10% y °
o R B September 7%
October - December, 2010 38% , ,
‘ , October 15%
January, 2011 il 31%. November 19%
February - March, 2011 2% December -~ ... 2%
Anniversary Date 13%

15



2011 NRECA G&T COMPENSATION SURVEY
OFTEN SALARY STRUCTURED REVIEWED/
DATE OF LAST REVIEW

=m= TECH POSITION=== === PROF POSITION == === MGMT POSITION ==
ID. FREQ SAL LAST FREQ SAL LAST FREQ SAL LAST
CODE REVIEW REVIEWED REVIEW REVIEWED REVIEW REVIEWED
BO1 Annual DEC 2010 Annual DEC 2010 Annual DEC 2010
B0O2 Annual NOV 2010 Annual NOV 2010 Annual NOVv 2010
BO4 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
BO5 Annual MAR 2011 Annual MAR 2011 Annual MAR 2011
BO6 Annual SEP 2010 Annual JAN 2011 Annual JAN 2011
BO7 Annual NOv 2010 Annual NOV 2010
B11l Annual NOV 2010 Annual NOV 2010 Annual NOV 2010
B12 Annual APR 2010 Annual JAN 2011 Annual JAN 2011
B13 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
Bl4 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
B15 Annual ocT 2010 Annual acr 2010 Annual ocT 2010
B16 Annual JuL 2010 Annual JUL 2010 Annual JUL 2010
B17 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
B18 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
B19 Annual JUL 2010 Annual JAN 2011 Annual JAN 2011
B21 Annual JUL 2010 Annual JUL 2010 Annual JUL 2010
B22
B23 SEP 2010 Annual SEP 2010 Annual SEP 2010
B24 Annual Annual Annual
B25 Annual oCT 2010 Annual ocT 2010 Annual oCcT 2010
B26 Annual NOvV 2010 Annual NOV 2010 Annual NOV 2010
B27 Annual OoCT 2010 Annual OoCT 2010 Annual ocT 2010
B28 Annual JUL 2010 Annual ocCT 2010 Annual OCT 2010
B29S Annual NOV 2010 Annual NOV 2010 Annual NOvV 2010
B30 Annual OoCT 2010 Annual ocT 2010 Annual ocT 2010
B32 Annual JUL 2010 Annual Jut, 2010 Annual JUL 2010
B33 Annual SEP 2010
B34 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
B35 Annual AUG 2010 Annual AUG 2010 Annual AUG 2010
B39 Annual SEP 2010 Annual SEP 2010 Annual SEP 2010
B41 Annual ocT 2010 Annual ocT 2010 Annual ocT 2010
B42 Bi-Annual JUL 2008 Bi-Annual JUL 2008 Bi-Annual JUL 2008
B43 Annual DEC 2010 Annual JAN 2011 Annual JAN 2011
B44 Annual oCcT 2010 Annual OoCcT 2010 Annual OoCT 2010
B45 Annual DEC 2010 Annual DEC 2010 Annual DEC 2010
B48 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
B49 Bi-Annual Bi-Annual Bi-Annual
B50 Annual Annual JUL 2010 Annual JUL 2010
B51 Annual NOV 2010 Annual NOvV 2010
B53 Annual OoCT 2010 Annual ocT 2010 Annual oCcT 2010
B60 Annual AUG 2010 Annual AUG 2010 Annual AUG 2010
B62 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
B64 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
B65 Annual APR 2010 Annual APR 2010 Annual APR 2010
B66 Annual NOV 2010 Annual Nov 2010 Annual NOV 2010
B69 Annual JAN 2011 Annual JAN 2011
B70 Annual JAN 2010 Annual JAN 2010
B72 Annual OCT 2009 Annual JUN 2010 Annual MAR 2009
B73 Annual oCT 2010 Annual oCcT 2010 Annual NOvV 2010
B75 Annual oCT 2010 Annual OoCcT 2010 Annual ocT 2010
B77 Annual NOV 2010 Annual NOV 2010 Annual NOV 2010
B78 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011
B81 Bi-Annual JAN 2009 Bi-~-Annual JAN 2009 Bi-Annual JAN 2009

B82 Annual JAN 2011 Annual JAN 2011 Annual JAN 2011



2011 NRECA G&T COMPENSATION SURVEY
EFFECTIVE DATE OF ANNUAL COMPENSATION INCREASE

iD.

CODE EFFECTIVE DATE OF ANNUAL COMPENSATION INCREASE
BO1 1/1/2011

BO2 Non Union 11/7/10; IBEW 7/1/10

BO4 January 2, 2011

BOS June 2011, if approved

BO6 Anniversary date

BO7 November lst

B11 Wage & Salary - Apr 1; Bargaining Unit - Nov 16
B1l2 1/1/11 for Professional and Management, 4/1/10 for Technical
B13 January lst

Bl4 Anniversary date

B15 November lst

B16 July

B17 September 1 of each year

B18 Non Union, first pay period in Janaury; Union, October 1
B19 January or July, depending on position
B21 July

B22 January

B23 10/30/2010

B24 11/15

B25 November lst

B26 11/1/2010

B27 October of each year

B28 Anniversary date

B29 November 1

B30 10/17/10

B32 7/1/10

B33 September

B34 1/8/2011

B35 9/26/2010

B39 9/12/2010

B41 10/1/2010

B42 July

B43 Anniversary date; 12/1/10

B44 October 1

B45 12/19/10 (non-bargaining); 3/28/10 (bargaining)
B48 July 1

B49 July 1

B50 7/1/2010

B51 January 1

B53 16/1/2010

B60 October lst

B62 Anniversary date

B64 3/1/2011

B65 April 1

B66 November lst

B69 January 1

B70 January 1

B72 Anniversgary date

B73 November 2010

B75 October lst

B77 November 1

B78 July

B81 July 1

B82 Anniversary data

17



Rewards Used by G&T

Multiple Responses Possible

Hiring/Sign-on

i 0
Bonus  19%

Project
Completion
Bonus

Team Pay

Skill-Based Pay

Variable Pay

& Technical

Gain Sharing 4% © Professional

4% B Management/Supervisory

Profit Sharing

Sales Incentives

Bonus (company
performance)

Bonus (individual

28%
performance)

28%

0% 5% 10% 15% 20% 25% 30%

18



2011 NRECA G&T COMPENSATION SURVEY

REWARDS USED BY ORGANIZATION

~TECHNICAL POSITION~

HIRE/

SIGN-
ON

BONUS

BONUS
INDIV

PERF

BONUS
COMP
PERF

PRO~

SKRILL
BASE

PROJ
COMP
BONUS

SALES
INC.

FIT

SHARE

GAIN-

TEAM

ID.
CODE

SHARE

PAY

PAY

BO1
BO2
BO4
BO5
BO6
BO7
B1l1
Bl2
B13
Bl4
B15
BLl6
B17
B18

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Yes
Yes

Yes

B19
B21

B22
B23

Yes

B24
B25
B26
B27

B28
B2S
B30
B32
B33

Yes

Yes

Yes

B34
B35

Yes

Yes

B39
B41
B42
B43

Yes

B44
B45
B48
B49
B50
B51
B53
B60

Yes

Yes

Yes

B62
B64
B65

Yes
Yes

Yes

Yes

B66
B69
B70
B72

Yes

Yes

Yes

B73

B75
B77

Yes

B78

Yes

Yes
Yes

B8l
B82

2-Yes 1-Yes 4-Yes 1-Yes 0-Yes 0~Yes 11-Yes 9-Yes

3-Yes

19



2011 NRECA G&T COMPENSATION SURVEY

REWARDS USED BY ORGANIZATION

~PROFESSIONAL, POSITION~

HIRE/
SIGN-

BONUS
INDIV

PERF

BONUS
COMP

PERF

SKILL PRO-

BASE

PROJ
coMp

SALES
INC.

FIT

SHARE

GAIN-

TEAM

PAY

OoN
BONUS

ID.

SHARE

PAY

BONUS

CODE

BO1
BO2
BO4

Yes

Yes

Yes

Yes

BOS5
BO6
BO7

Yes

B1l1l
B1l2
B13
Bl4
B15
B16
BL17
B18
B19

Yes

Yes

Yesn

Yes |
Yes

Yes

B21
B22
B23
B24
B25
B26
B27
B28
B29
B30
B32
B33

Yes

Yes

Yes

Yesn

Yes

Yes
Yes

Yes

Yes

B34
B35
B39

Yes

Yes

Yes

B41
B42
B43
B44
B45
B48
B49

Yes

Yes

B50

Yes

B51
B53
B60
B62

Yes

Yes
Yes
Yes

Yes
Yes

Yes

B64
B65
B66
B69
B70

Yes
Yes

Yes

Yes

Yes

B72
B73

Yes

B75
B77

Yes

B78
B81
B82

Yes
Yes

Yes
Yes

Yes

3-Yes 1-Yes 2-Yes 2-Yes 0-Yes 0-Yes 12-Yes 15-Yes

10-Yes
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2011 NRECA G&T COMPENSATION SURVEY

REWARDS USED BY ORGANIZATION
~MANAGEMENT/SUPERVISORY POSITION~

HIRE/
SIGN-

BONUS
INDIV

BONUS
COMP
PERF

SKILL PRO-

BASE

PROJ

SALES
INC.

ON coMp TEAM GAIN- FIT
PAY

BONUS

ID.

PERF

SHARE

SHARE

PAY

BONUS

CODE

BO1
BO2
BO4
BOS
BO6
BO7
Bll
B12
B13
B14
B1l5

Yes

Yes

Yes

Yes

Yes

Yes
Yes

Bl6
B17

Yes

Yes

B18
B1S

B21
B22
B23
B24
B25

Yes

B26
B27
B28
B29
B30

Yes

Yes

Yes

Yeg

Yesg
Yes

Yes

B32
B33

Yes

B34
B35
B39

Yes

Yeg

Yes

B41
B42
B43
B44
B45

Yes

Yeg

B48
B49
B50

Yes

B51
B53
B60

Yes

Yes
Yes
Yes

B62
B64

Yes
Yes

Yes

B65
B66
B69
B70

Yes
Yes

Yes

Yes

B72
B73
B75
B77

Yes

Yes

B78

Yes
Yes

Yes
Yes

B81
B82

Yes

2-Yesg 1-Yes 1-Yes 2-Yes 0~-Yes 0-Yes 1l2-Yegs 15-Yes

9-Yes
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2011 NRECA G&T COMPENSATION SURVEY
GENERAL STATISTICS FOR REPORTING GROUP
BARGAINING UNIT INFORMATION

ID. NO. CONTRACT DATE LAST % LAST
CODE UNION EMPS DURATION INCREASE INCREASE
BO1 IBEW 18 NOV 2012 DEC 2010 2.00
BO1l UwuA 179 JUN 2012 JUuL 2010 2.00
BO2 IBEW 315 JUN 2013 JUL 2010 3.95
BO4 IBEW 1701 26 ocT 2012 OoCT 2010 3.50
BO4 IBEW 1701 330 SEP 2012 JUL 2010 3.20
BO6 IBEW 1393 241 SEP 2012 SEP 2010 3.50
B11l IBEW 231 NOV 2015 NOV 2010 2.75
B12 IBEW 1426 60 MAR 2013 APR 2010 3.00
B12 IBEW 1593 135 MAR 2013 APR 2010 2.32
B18 IBEW 136 SEP 2012 OCT 2010 2.50
B1S IBEW 702 94 JUN 2013 JUL 2010 4.00
B21 IBEW 21 JUL 2011 JUL 2010 5.50
B23 IBEW 53 79 JUN 2012 JUN 2010 3.95
B28 IBEW 876 48 JUN 2014 JUL 2010 2.51
B29 IBEW 1593 24 oCT 2014 NOV 2011 4.88
B39 Local 1593 320 ocT 2010 OCT 2003 3.00
B39 Local 612 272 MAR 2012 MAR 2011 2.00
B41 IBEW 570 109 MAR 2013 MAR 2011 1.25
B42 IBEW 54 MAR 2011 MAR 2010 3.90
B43 IBEW 35 NOV 2012 DEC 2010 3.25
B43 IUCE 23 NOV 2013 DEC 2010 3.00
B45 IBEW 111 329 APR 2014 MAR 2010 3.00
B49 IUOE 42 JUN 2011 JUL 2010 2.00
B65 IBEW 953 292 FEB 2012 FEB 2011 3.70
B69 IBEW 1593 67 DEC 2011 JAN 2011 3.50
B69 IBEW 160 154 DEC 2012 JAN 2011 2.95
B69 IBEW 160 26 DEC 2012 JAN 2011 1.00
B70 IBEW 79 JUN 2013 JUL 2009 4.60

AVERAGE 134 3.10%
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BIG RIVERS ELECTRIC CORPORATION

APPLICATION OF BIG RIVERS ELECTRIC CORPORATION
FOR A GENERAL ADJUSTMENT IN RATES
CASE NO. 2012-00535

Response to the Commission Staff’s
Initial Request for Information
dated December 21, 2012

January 29, 2013

Item 34) For each employee group, state the amount, percentage
increase, and effective dates for general wage increases and, separately,
for merit increases granted or to be granted in the last two calendar years,

the base period, and the forecasted test period.

Response) The attached schedule shows the amount, percentage increase, and
effective date for general wage increases and merit increases granted for the
bargaining and non-bargaining employee groups for 2011, 2012, the base period,

and the forecasted test period.

Witness) dJames V. Haner

Case No. 2012-00535
Response to PSC 1-34
Witness: James V. Haner
Pagelof 1



Big Rivers Electric Corporation

Case No. 2012-00535
Wage Increase Information

2011 2012
Bargaining (Contract Increase)
Generation Division
Amount $617,733 $449,616
Percentage 3.2% 2.25%
Effective Date 09/15/11 09/15/12
Transmission Division
Amount $47,391 $36,522
Percentage 3.2% 2.5%
Effective Date 10/15/11 10/15/12
Non-Bargaining
General Wage Increase
Amount $380,048 $491,800
Percentage 1.9% 2.4%
Effective Date 01/02/11 01/02/12
Merit Increase
Amount $220,634 30
Percentage 1.1% 0
Effective Date 01/02/11 0

Case No. 2012-00535

Attachment for Response to PSC 1-34
Witness: James V. haner

Pagelof 1

Base Period

$458,644
2.25%
09/15/12

$38,470
2.5%
10/15/12

$470,802
2.25%
01/02/13

R4
OO0

Forecasted
Test Period

$410,735
2.25%
09/15/13

$36,129
2.26%
10/15/13

$449,504
2.25%
01/02/14

$0
0
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BIG RIVERS ELECTRIC CORPORATION

APPLICATION OF BIG RIVERS ELECTRIC CORPORATION
FOR A GENERAL ADJUSTMENT IN RATES
CASE NO. 2012-00535

Response to the Commission Staff’s
Initial Request for Information
dated December 21, 2012

January 29, 2013

Item 35) Provide detailed descriptions of all early retirement plans or
other staff reduction programs Big Rivers has offered or intends to offer
its employees during either the base period or the forecasted test period.

Include all cost-benefit analyses associated with these programs.

Response) Big Rivers anticipates it will incur severance-related expenses in the
2013-2014 timeframe, with the idling of one of its power plants, but has yet to
draft a severance plan or program to be effective in that event. For budget
purposes, we have assumed the benefits will include two weeks of base pay per
year of service, with a minimum of eight weeks and a maximum of 52 weeks, and

continuation of medical and dental insurance for the severance period.

Witness) James V. Haner

Case No. 2012-00535
Response to PSC 1-35
Witness: James V. Haner
Page 1 of 1
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BIG RIVERS ELECTRIC CORPORATION

APPLICATION OF BIG RIVERS ELECTRIC CORPORATION
FOR A GENERAL ADJUSTMENT IN RATES
CASE NO. 2012-00535

Response to the Commission Staff’s
Initial Request for Information
dated December 21, 2012

January 29, 2013

Item 36) Concerning employee fringe benefits:

a. Provide a detailed list of all fringe benefits available to Big
Rivers’ employees and the expected cost of each benefit in
the base period and the forecasted test period. Indicate
which fringe benefits, if any, are limited to management
employees.

b. Provide comparative cost information for the 12 months
preceding the base period and the base period. Explain any
changes in fringe benefits occurring over this 24-month

period.

Response) Please see the attached schedule entitled Listing of Fringe Benefits.

Witness) James V. Haner

Case No. 2012-005¢
Response to PSC 1-¢
Witness: James V. Hang¢
Page 1 of



Big Rivers Electric Corporation
Case No. 2012-00535
Fringe Benefits Listing

Base Period v. Forecast Period®

Base Period Forecasted Period
401k Plan $ 1,463,268 $ 1,415,311
Dental Insurance 406,021 400,184
Group Life Insurance 243,479 251,159
LTD Insurance 337,459 303,357
Medical Insurance 8,231,889 8,069,263
Post Retirement Medical (SFAS 106) 1,908,662 1,324,449
Pension 7,353,700 5,795,180
Workers Compensation 716,612 677,804
Business Travel Insurance 4,211 4,099
Employee Assistance Program 10,198 14,220
Car Allowance” 18,000 18,000
Tuition Reimbursement 108,058 97,5670

$ 20,801,557 $ 18,370,596

Note(s):
1.- Fringe Benefits are shown including City Share
2.- Car Allowance is limited to Senior Management

Case No. 2012-00535

Attachment for Response to PSC 1-36
Witness: James V. haner

Page 1 of 2



401k Plan

Dental Insurance
Group Life Insurance
LTD Insurance

Medical Insurance
Post Retirement Medical (SFAS 106)

Pension

Workers Compensation
Business Travel Insurance
Employee Assistance Program

2
Car Allowance
Tuition Reimbursement

Note(s):

Base Period

Big Rivers Electric Corporation
Case No. 2012-00535
Fringe Benefits Listing

12 Months Prior to Base Period v. Base Period!

12 Months
preceeding
Base Period

Explanation of changes in fringe benefit

1,355,095 $ 1,463,268
473,223 406,021
229,883 243,479
304,181 337,459

9,372,774 8,231,889

2,164,798 1,908,662

4,232,315 7,353,700

1,146,586 716,612

3,751 4,211
15,865 10,198
18,000 18,000
52,979 108,058

19,369,450 20,801,557

1.- Fringe Benefits are shown including City Share
2.- Car Allowance is limited to Senior Management

Case No. 2012-00535
Attachment for Response to PSC 1-36
Witness: James V. Haner
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BIG RIVERS ELECTRIC CORPORATION

APPLICATION OF BIG RIVERS ELECTRIC CORPORATION
FOR A GENERAL ADJUSTMENT IN RATES
CASE NO. 2012-00535

Response to the Commission Staff’s
Initial Request for Information
dated December 21, 2012

January 29, 2013

Item 37) Provide a complete description of Big Rivers’ Other Post-

retirement Employee Benefits package(s) provided to its employees.

Response) Big Rivers provides benefits after employment but before retirement
in the case of employees who are no longer actively employed due to disability.
The postemployment benefits provided include continuation of medical insurance
and prescription drug coverage for the employees, their spouses, and dependents.
Big Rivers also provides continuation of medical insurance and prescription drug

coverage to retirees, their spouses, and dependents.

Witness) James V. Haner

Case No. 2012-00535
Response to PSC 1-37
Witness: James V. Haner
Pagelof 1
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BIG RIVERS ELECTRIC CORPORATION

APPLICATION OF BIG RIVERS ELECTRIC CORPORATION
FOR A GENERAL ADJUSTMENT IN RATES
CASE NO. 2012-00535

Response to the Commission Staff’s
Initial Request for Information
dated December 21, 2012

January 29, 2013

Ttem 38)  Provide all current labor contracts and the most recent labor

contracts previously in effect.

Response) Copies of Big Rivers’ labor agreements with IBEW Local 1701, dated
October 15, 2012, September 15, 2012, July 17, 2009, and October 15, 2008, are
attached hereto.

Witness) James V. Haner

Case No. 2012-00535
Response to PSC 1-38
Witness: James V. Haner
Pagelof 1



Big Rivers’ Labor Agreements with IBEW Local 1701 -
October 15, 2012



AGREEMENT

BIG RIVERS
ELECTRIC CORPORATION
AND
INTERNATIONAL BROTHERHOOD
OF
ELECTRICAL WORKERS

LOCAL 1701

October 15, 2012



LARRY W. BOSWELL
BUSINESS MANAGER

TOMMY HOWARD
CHAIRMAN

RON TUCKER
VICE CHAIRMAN

MARTY HITE
RECORDER

DEAN NOLAN
KENNY WRIGHT
EXECUTIVE COMMITTEE

TOMMY HOWARD
CHIEF STEWARD

MIKE ROYBAL
STEWARD

INTERNATIONAL BROTHERHOOD
OF ELECTRICAL WORKERS
LOCAL 1701
2911 WEST PARRISH AVENUE
OWENSBORO, KY 42301
TELEPHONE: 270-684-3058
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SECTION 1. AGREEMENT

1. This Agreement is entered into the 15th day of October, 2012, by and between the transmission
division of BIG RIVERS ELECTRIC CORPORATION, located in Henderson, Kentucky, hereinafter referred
to as the Company, and LOCAL UNION 1701 of the INTERNATIONAL BROTHERHOOD OF
ELECTRICAL WORKERS, AFL.-CIO, hereinafter referred to as the Union, who hereby agree as follows:

SECTION 2. DURATION AND TERMINATION

1. This Agreement shall commence October 15, 2012, and shall continue in full force and effect until
11:59 p.m. October 14, 2016, when it shall terminate. If any party desires to renew this Agreement, they shall
give the other party written notice to that effect not less than 60 days nor more than 90 days prior to October
14, 2016, except by written consent of the parties.

SECTION 3. AGREEMENT IN FULL

1. This Agreement expresses the entire agreement of the parties, and the Company and the Union, for
the life of this Agreement, each voluntarily and unqualifiedly waives the right, and each agrees that the other
shall not be obligated to bargain collectively with respect to any subject matter referred to or covered in this
Agreement, or with respect to any subject matter not specifically referred to or covered in this Agreement.
Both parties agree to meet (upon request of either party) quarterly for clarification of Agreement language (not
grievances), if necessary.

SECTION 4. NONDISCRIMINATION

1. Neither the Company nor the Union will discriminate against any employee because of race, color,
sex, religion, age, national origin, handicap or veteran. Wherever the male gender pronoun is used, or
wherever a job classification is described with a male term in this Agreement, it is understood it shall apply to
either male or female.

SECTION 5. WITNESSETH RECOGNITION CLAUSE

1. The Company recognizes the Union as the exclusive representative for the purpose of collective
bargaining with respect to wages, hours of employment and all other conditions of employment of all
operation and maintenance employees of the Company employed throughout its transmission system in
Kentucky, including utilities, storekeepers, assistant storekeepers, equipment mechanics, senior journeymen,
journeymen, groundmen, right-of-way maintenance, and laborers; BUT EXCLUDING, all office clerical and
building attendants, all temporary employees hired for up to but not more than 60 working days during the life
of this Agreement for laborer duties only, all professional, adiministrative and management employees, guards
and supervisors as defined in the Act, as set out in the Certification of Representative being NLRB Case No.
25-RC-5955 duly certifying the Union in the bargaining unit set out above. The Union's Business Manager
will be informed of all bargaining unit and temporary employees hired as described above. Any laid off
employee will be recalled prior to hiring temporary employees.

SECTION 6. PUBLIC OBLIGATIE)N (NO STRIKE-NO LOCKOUT)

1. It is expressty understood and agreed that the services to be performed by the employees pertain to
and are essential to the operation of a public utility and the welfare of the public is dependent thereon
requiring continuous operation, and it is agreed, in recognition of such obligation of continuous service that,



during the term of this Agreement, there shall be no collective cessation of work by members of the Union and
neither the Union, nor its members, agents, representatives, or employees of the Company or any individual
employees, shall incite, encourage, condone, support, or participate in any strike, slowdown, work stoppage,
picketing, sympathy strike, refusal to cross a picket line, or other curtailment or interference interrupting the
Company's production, deliveries, or operations, in any manner whatsoever during the life of this Agreement
for any cause whatsoever, or take any action which results in the prohibited conduct, even in sympathy with
disputes involving different groups of employees and this same labor organization, or other labor
organizations, groups of employees, or individual employees. In the event of such strike, sympathy strike,
slowdown, work stoppage, picketing, refusal to cross picket line, or other curtailment or interference with the
Company's production, deliveries, or operations, or a threat thereof, the Union and its officers and agents will
do everything within their power to immediately end or avoid the conduct prohibited in this Paragraph.

2. Further, in consideration of this Agreement, the Company shall not lock out its employees during
the term of this Agreement.

SECTION 7. INTENT, PURPOSE AND SCOPE OF AGREEMENT

1. It is the intent and general purpose of this Agreement to promote the mutual interest of the
Company and its employees. The Union recognizes that the Company is a public service corporation engaged
in furnishing electricity and is subject to regulation by utility regulatory bodies, and is required to furnish
adequate and continuous service. This Agreement is to provide for the operation of the Company's business
under methods which will further, to the fullest extent possible, the safety of the employees, economy and
efficiency of operation, elimination of waste, realization of maximum quantity and quality of output,
cleanliness, and protection of property.

2. The parties hereto recognize that continuous service of the Company is of vital importance to its
customers in the area served, and that any interruption of such service directly affects individuals in their
everyday lives and disrupts the orderly conduct of the business in the area served and the parties will
cooperate fully to avoid any interruption to such service.

3. Each employee covered by this Agreement shall be responsible, at all times, for having his correct
address and personal phone number recorded with the Company. All notices shall be deemed to have been
given in accordance with this Agreement if mailed to the last address given to the Company.

4. It is further understood and agreed that this Agreement together with any written appendancy
supplements or letters of understanding hereto contains all understandings oral or written between the
Company and the Union.

5. This Agreement cannot be modified or amended except in writing signed by the Company and the
Union, No individual shall have any right to modify, amend or revoke this Agreement.

SECTION 8. MANAGEMENT RIGHTS

1. The management of the business of the Company and the direction of its employees are the
exclusive responsibilities of Management, except as expressly modified by the terms of this Agreement. The
sole and exclusive rights of Management which are not abridged by this Agreement, which include but are not
limited to, its right to select and direct the working force; to determine, and from time to time to redetermine
the number, location and types of its facilities and operations and the methods, processes and materials to be
employed; to hire, promote, discipline or discharge for cause; to establish, allocate, and change work
schedules and assignments; to transfer employees from one job classification or location to another; or to
relieve employees from duties because of lack of work or other legitimate reasons; the right to study or
introduce new or changed production methods, machinery, tools and equipment or facilities and to determine



the quantity and quality of the materials and workmanship required; to establish, determine, maintain, and
enforce standards of production; to determine and redetermine job content; to contract with others to make
improvements, changes, or repairs to the plant, equipment, or machinery, subcontract work, whatever may be
the effect upon employment; to expand, reduce, combine or cease any job, department, operation or service; to
determine starting and quitting times and determine the number of hours and shifts to be worked; to alter,
rearrange, or change, to extend, limit, or curtail its operations or any part thereof, or to shut down completely
or any part thereof whatever may be the effect upon employment; to make such reasonable rules and
regulations, not in conflict with this Agreement as it may from time to time deem best for the purpose of
maintaining order, safety, and the effective operation of the business and after advance notice of such rules
and regulations to require compliance therewith.

2. Management shall have all other rights and prerogatives including those exercised unilaterally in
the past, subject only to express restrictions on such rights, as are provided in this Agreement.

SECTION 9. UNION REPRESENTATION

1. The Company recognizes the right of the Union to designate, from the seniority list, union
representatives who will represent employees in the bargaining unit. The Union may designate one steward
who will also serve as the chief steward. The Union may appoint one temporary steward to act in the absence
of the chief steward. The authority of these representatives shall be limited to handling Union business as may
be necessary in the investigation and presentation of grievances and, if requested by an employee, be present
at interviews that involve or may lead to discipline. The chief steward will also perform in the capacity of the
safety representative.

2. Union representatives shall be permitted to absent themselves from work with reasonable
frequency and for reasonable lengths of time to transact official Union business, without pay, provided such
absences do not unreasonably interfere with production. Examples of such reasons for absences are as
follows:

Assisting Business Manager with Company related work.
Attendance at Union related schools, seminars, and conventions.

Each employee shall submit his request to his supervisor for participation in such Union business as soon as
he is aware of such event, but no later than two weeks prior to the requested absence. All requests for
absences for Union business shall be in writing. All such requests not in compliance with the notice
requirement will be given consideration at the Company's sole discretion.

3. In meetings with the Company, no employee shall be paid unless the meeting is initiated at the
Company's request. Meetings called to discuss joint Company and Union issues such as contract
interpretation, labor relations, Third Step Grievances and Retirement Committee Meetings will be considered
as meetings for the mutual benefit of the parties and the employee is due pay only if he is scheduled to work
the hours during which the meeting is held. In no event is the employee to be paid overtime for such
meetings.

4. In meetings initiated by the Company such as safety meetings, First or Second Step Grievance
Meetings, disciplinary meetings, or other employer/employee relation meetings, the employee(s) will be paid
the appropriate regular or overtime rate.

5. If an employee is subpoenaed by the Company for arbitration or other legal proceeding, the
Company, at its discretion, will work with the employee to see that his presence in conjunction with his work
schedule is not an undue burden on the employee. The employee subpoenaed on his off days, at the



Company's discretion, will be given either compensatory time off (hour-for-hour) or be paid the appropriate
rate. The subpoenaed employee will be reimbursed at the appropriate rate for necessary mileage traveled.

6. Any one employee of the Company within the scope of this Agreement who is elected to an office
in the Union, or is appointed to an office in the Union requiring his absence from duty with the Company, may
be granted a leave of absence for a period not to exceed three years and 30 calendar days, and shall continue to
accumulate seniority with the Company throughout such leave of absence. An additional leave of absence
will be granted thereafter for each succeeding term of elective or appointive office. During such period of
leave of absence, such employee shall accrue no vacation or sick leave credit. During such leave of absence,
the employee may participate in the Disability Insurance Plan, the Medical and Dental Insurance Plans, the
Group Life Insurance Plan, the Savings Plan, and the Retirement Plan, as available to regular employees of the
Company, except that the total premium costs shall be paid by the Union to the Company. Premium costs, to
the extent they are based on hourly wage rate, are based upon the hourly wage rate for the most recent job
classification the employee held at the time such leave of absence began. Any such employee shall, upon
termination of such leave of absence and upon return to duty, be reinstated in his former position, including
his seniority and rights, after a reasonable training period, provided he is physically able to perform the duties
of the position. It is understood and agreed that in case of return of such an employee to duty with the
Company, other employees will consent to such displacement or layoff as is necessary to make room for him.
The Union agrees to indemnify and hold the Company harmless against any and all claims, demands, suits, or
other courses of action or liability that may arise out of or by reason of action taken or not taken by the
Company for the purpose of complying with any of the provisions set out in this Paragraph.

SECTION 10. UNION MEMBERSHIP REQUIREMENT

1. All new employees covered under this Agreement shall arrange with the Union for membership
therein after the 30th day of employment as a condition of employment. Employees that are members of the
Union shall maintain their membership.

2. Should a member become delinquent in the payment of his Union Dues, the employee is no longer
a member in good standing and the employee will be a suspended member. The Union will serve on the
employee a Final Payment Notice which will specify the deadline for payment of the dues.

3. Should the dues not be paid in accordance with the Notice, the Union will request that the
employee be terminated.

4. The Company agrees to deduct, upon receipt of a signed VOLUNTARY DUES CHECK-OFF
AUTHORIZATION FORM, Union Dues from the pay of each employee. The amount to be deducted will be
the amount specified by the Union Bylaws and such amount (including increases and decreases) shall be
certified to the Company by the Union.

5. Union Dues will be deducted from the employee's pay only after all other payroll deductions have
been taken. If there is not sufficient pay available to deduct dues, the dues shall be deducted in a subsequent
paycheck. Should an employee be on an extended leave which prevents sufficient dues from being collected
through payroll deductions, it shall be the employee's responsibility to pay his uncollected Union Dues
directly to the Union for the extended leave period.

6. Voluntary Dues Check-Off Authorization shall automatically be renewable on each anniversary
date of the existing collective bargaining agreement between the Company and the Union. Any member may
revoke his Voluntary Dues Check-Off Authorization provided written notice is given to the Company and the
Union. Such written notice shall only be accepted during the period of May 1 and May 20 of each calendar
year and such request for revocation shall become effective the first pay period of June.



7. The Company shall forward the deducted Union Dues by check, accompanied by a report listing
the employees alphabetically, to the Union no later than the last day of the calendar month following the
month in which they are deducted, except for the following months of:

a) August, which is due by September 15,

b) November, which is due by December 15,
¢) February, which is due by March 15, and
d) May, which is due by June 15.

8. An employee who does not authorize Union Dues deductions shall be responsible for payment of
his Union Dues directly to the Unijon.

9. Authorized dues deductions are solely for Union Dues and shall not include new member
"[mitiation fees” or "fines" levied by the Union against a member. It shall be the responsibility of the new or
existing employee to contact the Union to determine and comply with such Union fees to maintain the
employee in good standing with the Union. The dues deduction shall be terminated for any employee who
terminates his employment or transfers out of the bargaining unit.

10. The Company assumes no responsibility of any kind in connection with dues deductions other than
to remit to the Union the amount deducted by the Company. The Union agrees to indemnify and hold the
Company harmless against any and all claims, demands, suits, or other courses of action or liability that may
arise out of or by reason of action taken or not taken by the Company for the purposes of complying with any
of the provisions set out in this Section.

SECTION 11. GRIEVANCE PROCEDURE

1. Any dispute which the Union or the employees in the bargaining unit may have regarding the
Company's interpretation or application of the Agreement shall constitute a grievance and shall be processed
in the following manner.

STEP ONE: Before submitting a written grievance, the employee shall first orally discuss the
problem with his supervisor. In the event the grievance is not settled by his immediate
supervisor, the employee shall reduce the grievance to writing, signed by the
aggrieved employee and stating the provision(s) in this Agreement that the employee
claims has been violated and, within seven days from the occurrence of the event
giving rise to the grievance, submit it to his immediate supervisor. The employee may
seek assistance in the preparation of his grievance from his steward on their own time,
including their funch and break time. The supervisor within seven days shall give his
answer.

STEP TWO: If the grievance is not resolved in Step One, the chief steward within seven days may
submit the grievance to the Manager of Transmission or his designee, who shall
answer the grievance in seven days.

STEP THREE: If the grievance is not resolved in Step Two, the chief steward, within seven days shall
submit the written grievance to a panel of Union and Company representatives for
settlement. Union and Company representatives consisting of the Union's Business
Manager, Chief Steward, the Company's Human Resources Representative, Manager
of Transmission, and Vice President if necessary, will meet quarterly at ET&S or



another mutually agreeable location to discuss Third Step Grievances. If no
settlement is agreed upon by the panel within 30 days of submission to Step Three, the
grievance may be submitted to arbitration. An Intemnational Representative of the
IBEW may be present at this step to assist the Union.

2. Any grievance upon which an answer is not made by the Company within the time limits
prescribed, or any extension which may have been agreed to, may be referred to the next step in the grievance
procedure, the time limit to run from the date when time for the answer expired. Any grievance not carried to
the next step by the Union within the prescribed time limits, or such extension which may have been agreed to
by the Company, shall be automatically settled upon the basis of the Company's last decision. The above time
limits may be extended by mutual agreement between the parties.

3. A grievance involving discharge will commence at Step Three of the grievance procedure. A
grievance from a discharged employee will be submitted to the Company Human Resources Department
located at 201Third Street, Henderson, Kentucky 42420.

4, All grievances must be presented in writing within seven days after the occurrence of the event
giving rise to the grievance; otherwise, it shall not be entitled to consideration.

5. In computing any period of time in the Grievance and Arbitration Procedure, all Saturdays,
Sundays and recognized holidays shall be excluded.

SECTION 12. ARBITRATION

1. The Union may request arbitration of a grievance unsettled at the last step of the grievance
procedure and submit the grievance to a final and binding arbitration by serving a written demand for
arbitration upon the Company within 15 days from the date of the last meeting in Step Three of the grievance
procedure. If the parties are unable to select an arbitrator by mutual agreement, the Union shall initiate the
Joint Request for Arbitration Panel form as required by the Federal Mediation and Conciliation Service.

2. The Federal Mediation and Conciliation Service will submit a list or lists of seven arbitrators. The
Union shall strike from the list one name, the Company shall strike one of the remaining six names, the Union
the fifth name, the Company the fourth name, and so on until the last remaining name shall be the Arbitrator.

3. The fee and expenses of the Arbitrator shall be borne by the party that is the loser in the arbitration
award. In an event that the award declared by the Arbitrator is determined to be a split decision, the fees and
expenses of the Arbitrator shall be shared equally by the Company and the Union. Each party shall assume
any expenses in presenting its own case.

4. The Arbitrator shall have no power to add to, subtract from or modify any of the terms of this
Agreement or any Agreement made supplementary hereto, nor to rule on any matter arbitrable under this
Agreement except while this Agreement is in full force and effect between the parties.

5. Claims against the Company will not be accepted for consideration which cover a period of more
than 30 days prior to the date the grievance was first filed in writing. In such cases, retroactive claims and
awards therefore shall be limited to a period of 30 days prior to the date the claim was first filed in writing.

6. No more than one grievance may be submitted to or be under review by any one arbitrator at any
time unless by prior mutual written agreement of the parties.



SECTION 13. PROBATIONARY EMPLOYEES

1. All employees, from their last date of hire, will be on probation for the first 180 calendar days of
their regular full-time employment during which time they will be termed probationary employees.

2. When a non-bargaining unit employee transfers to a job within the bargaining unit he must, as a
condition of continued employment, satisfactorily compiete his full probationary period as defined within this
Section. In addition he shall be entitled to the following:

a) To use his accumulated continuous Company seniority to satisfy the eligibility requirements for
all benefit programs provided by this Agreement.

b) To use his accumulated continuous Company seniority for accrual of vacation and retirement
benefits. Such an employee shall be assigned a new bargaining unit seniority date effective the
first day of transfer to the bargaining unit and this date shall be the basis within the bargaining
unit for job bidding, vacation preference, and layoff determination.

3. Probationary employees' service with the Company may be terminated at any time by the Company
in its sole discretion, without recourse to a grievance and arbitration procedure.

4. Probationary employees are entitled to medical insurance, dental insurance, life insurance, workers'
compensation and military duty leave on the first day of full-time employment as expressed under the specific
provisions of this Agreement and the plan documents.

5. Probationary employees accrue vacation and sick days, but they are not entitled to such benefits
until the probation period is successfully completed as set forth above, and entitlement to such benefits are
further governed by the specific provisions of the Vacation and Sick Leave Pay sections of this Agreement.

6. Probationary employees become eligible for long term disability coverage when they satisfactorily
complete the following:

a) Three consecutive months of regular full-time employment without a continuous absence as
defined within this Section.

b) Must be at work on the final day of the three months eligibility period, or the coverage will not
start until the employee returns to regular full-time work.

¢) Three months of continuous disability resulting from a medically approved physical or mental
condition.

Entitlement to long term disability coverage is further governed as expressed under the specific provisions of
this Agreement and the plan document.

7. A probationary employee does not have job bid rights. However, he may submit a Request for
Transfer. Probationary employees are not entitied to compensation for funeral leave, jury duty, educational
benefits or holidays until the probationary period is successfully completed as set forth above. However,
probationary employees will receive pay at the rate of time and one-half their regular straight-time rate for all
hours worked on a day observed as a holiday by the terms of this Agreement. The overtime pay provisions
that apply to a seniority employee shall also apply to a probationary employee.

8. Once an employee has successfully completed his full probation period as set forth above, he
becomes a seniority employee.



SECTION 14. SENIORITY

1. Seniority is defined as an employee's length of continuous regular full-time service from his last
date of hire, except that a new employee shall be on probation for the first 180 calendar days of his
employment as set forth in the Probationary Employees section of this Agreement.

2. The term seniority as used in this Agreement will be construed to mean departmental seniority,
Company seniority or bargaining unit seniority. The definition of each is as follows:

a) Departmental seniority shall be measured from the date an employee is assigned to a job
classification within an established line of progression. An employee shall not have seniority
in more than one department at any one time. In determining seniority the parties agree that
seniority by department shall govern unless otherwise specifically expressed.

b) Company seniority is measured from the date an employee is last hired for a continuous regular
full-time employment with the Company.

¢) Bargaining unit seniority is measured in the same manner as Company seniority, except that
employees who transfer from a non-bargaining unit position to a bargaining unit position after
April 22, 1984, will not transfer their years of service earned as a Company non-bargaining
unit employee.

3. When an employee is permanently transferred from one department to another, he shall retain his
departmental seniority in his original department for a period of 120 calendar days after the effective date of
transfer. Thereafter, he shall cease to hold seniority in his previous department. During the 120 day period he
shall not have seniority status in the new department, and at the end of this period the 120 days shall be
credited to him in his new department. An employee does not have bid rights during this 120 day period.

4. An employee's seniority shall terminate if:

a) The employee quits.

b) The employee is discharged.

¢) The employee fails to return to work or to supply a satisfactory reason for not doing so within
the time limits prescribed in the Layoff, Displacement, and Recall section, which shall result in
termination of employment.

d) The employee is absent from work for three consecutive working days without notification to
the Company. However, it is the employee's responsibility to notify the Company on each day
of any absence, unless an absence in excess of one day is authorized by the Company.

e) The employee overstays a leave of absence or a vacation without authorization.

f) The employee gives a false reason for leave of absence or engages in other employment during
such leave.

g) A settlement with the employee has been made for total disability.
h) The employee is retired.
i) An employee with less than five years of bargaining unit seniority is laid off for a continuous

period of one year or an employee with five or more years of bargaining unit seniority is laid
off for a continuous period of two years. Any employee with less than one year of bargaining



unit seniority will be protected only by the actual amount of bargaining unit seniority accrued
at the time of layoff. The employee's seniority shall continue to accrue during these layoff
protection periods.

5. Employees who are transferred in or out of the bargaining unit shall accrue and maintain their
seniority as of their original starting date. Any employee transferred back into the bargaining unit shall
exercise his departmental seniority, but in no event will he bump back into a higher classification than he
previously held. If an employee is transferred out of the bargaining unit for a period in excess of one year, he
shall forfeit all previous departmental and bargaining unit seniority.

6. Seniority lists will be posted in January of each year and a copy will be forwarded to the chief
steward and to the Union's Business Manager. The chief steward may request an additional seniority list twice
a year from the Human Resources Department.

SECTION 15. LAYOFF, DISPLACEMENT, AND RECALL

1. In the event it becomes necessary to decrease the number of employees in a classification within a
department, such displacement and layoff shall be in accordance with the employee's departmental seniority.
The least senior employee within the classification affected shall be displaced first. Any employee faced with
displacement or layoff shall have the opportunity to exercise his departmental seniority to displace the least
senior employee in the same classification or in the next lower classification in the same line of progression,
as outlined in Section 39. Any employee completely displaced out of his department shall have the
opportunity to exercise his bargaining unit seniority to displace the least senior laborer in ET&S, or request a
“voluntary layoff.” If he is unable to displace a laborer, he shall be laid off.

2. The selection of the above options must be made in advance and shall be binding throughout the
displacement or layoff period. Employees in the department(s) affected shall be given a 14 calendar day
notice of the Company's plans to reduce the workforce. Such notice to the department(s) shall serve as the
official notice to the classification(s) initially affected by the workforce reduction. The Company shall
distribute at the time of the departmental notice a Workforce Reduction Option Form to each employee in the
classification first impacted by the displacement or layoff. The form must be completed and returned to
supervision no later than the end of the 10th calendar day of the 14 calendar day notice period. Upon receipt
of the Workforce Reduction Option Form the Company may initiate the displacement or layoff process with
the initial employee transfer or layoff not occurring until the completion of the 14 calendar day notice.
Employees affected by subsequent displacements or layoffs must be given a Workforce Reduction Option
Form that must be completed and returned to supervision within 48 hours of receipt of the notice. Any
employee who fails to return the option form on time may only exercise his bargaining unit seniority to
displace the least senior laborer, and if unable to displace a laborer, he shall be laid off,

3. Any employee displaced as a result of the above workforce reduction may, in turn, exercise his
departmental seniority to secure other positions within his line of progression and to exercise his bargaining
unit seniority to secure a laborer position, in accordance with his options as selected before the workforce
reduction.

4. At the time of workforce reduction, the displaced or laid off employee cannot bump upward to
higher rated classifications.

5. An employee displaced to other classifications within his line of progression shall be given a
period of 10 working days to train and demonstrate his ability to adequately perform the work required. This
demonstration period may be extended an additional 10 working days if the Company feels the employee is
showing progress. The employee and the chief steward will be given written notice of all extensions granted

by the Company.



6. Any employee determined by the Company to be unable to adequately perform the work required
at the completion of the demonstration period must-exercise his departmental seniority in accordance with the
options selected prior to the workforce reduction to displace the least senior employee in the next lower
classification in the same line of progression. If this removes him from his department, he may exercise his
bargaining unit seniority in accordance with the options selected prior to the workforce reduction to displace
the least senior laborer. Any employee who moves to a lower classification as a result of his unsuccessful
demonstration period will lose his recall rights to the higher classification, except in his original department.

7. In the event a displacement or layoff becomes necessary, the Company will ensure the affected
employee of the following "notice” and “recall" rights to the classification held prior to the workforce
adjustment:

a) Give the employees affected and the Union a notice of any displacement or layoff as specified
in Paragraph 2 of this Section.

b) Displaced or laid off employees have recall rights to the classification held prior to the
workforce adjustment for the following time frames:

1) Employees who have completed their probation period but have less than one year of
bargaining unit seniority shall have recall rights extended for a period of time equal to the
employee's bargaining unit seniority.

2) Employees who have one or more years of bargaining unit seniority but less than five
years shall have recall rights extended for a period of one year.

3) Employees who have five or more years of bargaining unit seniority shall have their recall
rights extended for a period of two years.

8. Inthe event an employee is laid off, his group dental, medical, and personal life insurance coverage
is paid to the end of the month of the layoff plus one more month. Thereafter, the employee may pay the full
premium of such group insurance coverage commencing with the actual date of layoff, not to exceed the time
frame set out in Paragraph 7.b) above.

9. Accrual of vacation and sick leave benefits shall cease effective with the date of layoff.

10. When there is a restoration of the workforce, the Company subscribes to the principle of "last out,
first in.” In any case, the Company will recall displaced and laid off employees by applying in inverse order
the guidelines used to displace and layoff employees, and in accordance with the options the employee
selected. Recalled employees shall be given a demonstration period, as set forth above. Should the employee
be determined by the Company to be unable to adequately perform the work during the demonstration period,
he shall exercise his departmental or bargaining unit seniority, as set forth in Paragraph 1 of this Section.

11. A displaced or laid off employee who elected to exercise his departmental seniority within his line
of progression must, without exception, return to any job within his line of progression, up to and including
the highest job he held on a permanent basis prior to the workforce reduction, and to any laborer classification
within ET&S. Refusal will result in the employee being terminated.

12. A job vacancy will not be posted until all former displaced and laid off seniority employees, who
have a recall right to the vacant job, have either accepted or rejected a recall to fili the vacancy.

13. Employees recalled from layoff shall be given notice by regisiered or certified mail to the
employee's last known address on file in the Human Resources Department. The laid off employee has three
days after receiving notice of recall from the Company to notify the Company of his intention to return to
work and five days to actually return. A copy of the notice will also be forwarded to the Union's Business
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Manager. Failure by an employee to return to work or to supply a satisfactory reason for not doing so within
the time linnits prescribed, shall result in termination of employment.

14. Each laid off employee shall keep the Human Resources Department advised of his correct mailing
address and telephone number.

15. A displaced or laid off employee may submit Job Bids in response to posted job vacancies
regardless of any previous loss of job bid rights. He may also submit Requests for Transfer under the
provisions of Paragraphs 6 and 7 of the Job Bids and Requests for Transfer section of this Agreement. Any
displaced or laid off employee who has a successful Job Bid or Request for Transfer, waives all recall rights,
as set forth in this Section.

16. It shall be the responsibility of each laid off employee to keep in touch with the Company
concerning his interest in specific posted job vacancies.

17. A laid off employee may choose to waive a return-to-work call for a temporary laborer position. If
refused, no additional offers for such temporary work will be made during the duration of the layoff.

18. In the event it becomes necessary to decrease the number of employees in any of the five
journeyman departments (equipment maintenance, substations, metering, lines, and communications), the
displacement and layoff provisions listed in this Section shall apply except for the following:

a) The senior journeyman and journeyman classifications in such affected department shall be
combined as one unit and the employee’s departmental seniority shall be the determining factor

for the order of displacement, layoff, or recall.

b) The “least senior” employee in the affected “combined unit” shall be displaced or laid off first.

SECTION 16. CONTRACTING OUT WORK

1. The Company agrees that it will not contract out any work if the effect of such contracted work
will cause layoffs to any seniority employee.

SECTION 17. JOB BIDS AND REQUESTS FOR TRANSFER

1. If a vacancy occurs in a permanent position or if a new job is established or if the workforce is
expanded in any of the established lines of progression, and the Company decides to fill such opening, the
Company shali post a job vacancy for a period of seven calendar days. All Job Bids and Requests for Transfer
must be submitted during the seven calendar day posting period. A detailed listing of the employee's previous
education, training and experience must be listed on the Job Bid or Request for Transfer form.

2. Employees in STEP RATE PROGRESSION have bid rights upward to vacancies within their line
of progression and a transfer right to vacancies in other lines of progression. They may also submit Requests

for Transfer in accordance with Paragraphs 6 and 7 of this Section.

3. An employee on sick leave shall be eligible to bid on a job posting if he provides documented
evidence that he will return to work within 10 calendar days from the expiration date of the job posting.

4. The Company will review the Job Bids in the following order:
a) The employee with the most departmental seniority in the established line of progression shall

be the successful bidder if he has sufficient qualifications to perform the job.
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b) The laborer with the most bargaining unit seniority shall be the successful bidder if he has
sufficient qualifications to perform the job.

5. The employee selected for the posted job shall be given a period up to 20 working days to train and
demonstrate his ability to adequately perform the work required, and the Company may assign the employee
to all (or the Company may simulate) tasks performed by the higher classification. This demonstration period
may be extended an additional 20 working days if the Company feels the employee is showing progress. The
employee and the chief steward will be given written notice of all extensions granted by the Company.
Should the employee be determined by the Company to be unsuitable during the demonstration period, he
shall be returned to his former position without loss of departmental seriiority. An employee may have only
one successful bid in any one year.

6. In the event no one is selected from among the eligible bidders, the Company will review each
Request for Transfer submitted as a result of the posted job vacancy before hiring from other sources. The
Company will review those Requests for Transfer in the following order:

a) Those Requests for Transfer that involve promotion or lateral moves leading to promotion in
another line of progression. Employees shall have a transfer right provided they have sufficient
qualifications and the employee selected has not been the successful bidder to a job in the past
year, or has not been granted a Request for Transfer to another department in the past five
years. In the event there are multiple requests that meet at least the sufficient qualification
requirement, the Company has the right to select the most qualified employee. If two or more
of these qualified employees are equally qualified, then bargaining unit seniority shall prevail.
The employee selected for the posted job shall be given a demonstration period, as set forth
above. The employee who is allowed to transfer under the provisions of this Paragraph shall
not be eligible for job bidding for one year from the date of transfer.

b) Last in the order of consideration, in the Company's sole discretion, will be all other Requests
for Transfer, provided the employee has not been a successful bidder to a job in the past year,
or has not been granted a Request for Transfer to another department in the past five years.
The employee selected for the posted job shall be given a demonstration period, as set forth
above. The employee who is allowed to transfer under the provisions of this Paragraph shall
not be eligible for job bidding for one year from the date of transfer.

7. The Company may authorize a Request for Transfer from an employee who has a physical or
medical condition that keeps him from continuing to perform his regular duties. Such requests will be closely
scrutinized and will be acted upon based on the employee's prior work record, preservation of departmental
skills and efficiency, merits, and circumstances of each individual case. In the event of multiple requests and
all of the above factors are equal, bargaining unit seniority shall prevail. An employee who is granted such a
request will go to the top step rate of the lower classification if the employee is moved downward in his line of
progression. An employee who is allowed to move to another job classification in another line of progression
shall enter at the first step rate unless, in the determination of the Company, the employee's previous
experience and qualifications warrant a higher step rate. Requirements for such requests are:

a) They must be made in writing in response to a posted vacancy, accompanied by written
documentation that verifies the extent of the condition. Such placement may or may not be in
the employee's line of progression, or in the same Labor Grade; in any event, it will not be to a
classification in a higher Labor Grade. In addition, such placement shall not be subject to the
other job bid and requests for transfer provisions of this Section, provided the employee with
the physical or medical condition has more bargaining unit seniority than the employee who
would have otherwise received the job. The employee who is allowed a transfer under the
provisions of this Paragraph shall not be eligible for job bidding for two years from the date of
transfer.
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b) This provision in no way obligates the Company to create a position to accommodate such
requests.

SECTION 18. TEMPORARY AND PERMANENT TRANSFERS

1. In order to fully utilize the Company’s workforce during workload fluctuations between
departments, the Company will make temporary transfers from one department to another as needed. The
total duration of all such transfers in any one calendar year for any one employee shall not exceed six months.

2. The Company will determine when an employee is far enough along in his training to qualify for
work in a temporary upgrade position. When an employee is temporarily upgraded and performs the tasks
normally assigned to the higher rated classification for two hours or more, he will receive the first step rate of
pay for that classification for all hours worked in the higher rated classification that day.

3. When an employee is temporarily transferred to a lower rated classification, he will receive his
regular rate of pay during such transfer.

4. When it becomes necessary to permanently transfer employees to a lower rated classification (see
the Layoff, Displacement, and Recall section of this Agreement), the employees with the least departmental
seniority in the affected job classification shall be transferred. In the case of such a transfer from a higher
rated classification to a lower rated classification, the employee will continue receiving the higher pay rate for
30 working days. After that, he shall be paid the top step rate of the lower classification. Any transfer
determined by the Company to be on a permanent basis will be given in writing to the employee.

SECTION 19. HOURS, OVERTIME AND PREMIUM PAY

1. The standard workweek is a seven day period beginning at 12:01 a.m. on Sunday and ending at
11:59 p.m. the following Saturday. The work schedule showing the scheduled starting and quitting times and
the scheduled days off shall be posted in each department by the end of the first shift Thursday.

2. Time and one-half will be paid for all hours worked by an employee on Saturday, and double time
will be paid for all hours worked by an employee on Sunday. Time and one-half shall be paid for all hours
worked when working for another utility other than the Company’s member cooperatives, except when double
time is otherwise required to be paid under this Agreement.

3. The normal workday for employees shall be eight and one-half consecutive hours with a one-half
hour intermission for lunch. Employees will be allowed to eat their lunch at approximately the midpoint of
the shift. If an employee is required to work through his lunch period he will be paid and he will be given 20
minutes to eat his lunch.

4. The Company will pay, in addition to the employee's base wage rate, a shift differential to
employees on shifts that commence as follows:

First Shift Between the hours 5:00 a.m. and 11:59 a.m. - None
Second Shift Between the hours 12:00 noon and 7:59 p.m. - 25¢
Third Shift Between the hours 8:00 p.m. and 4:59 a.m. - 40¢

The appropriate shift premium will be paid for all overtime hours; however, no shift premium will be paid for
any vacation pay, sick leave pay, holiday pay, or for any hours not worked.
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5. As a public service corporation, the Company must perform its obligations to its customers at all
times and in recognition of these obligations the Company shall have the right to require an employee to work
overtime. The Company will attempt to arrange such overtime to avoid undue hardship on any employee, and
the Company at its discretion will rotate overtime as equitably as possible among the qualified employees in
the department involved.

6. The parties agree that the equitable rotation of overtime shall be on the basis of departmental
seniority in classification. Rotation by seniority will be every 28 calendar days. (Refer to Overtime
Guidelines for details of distribution of overtime.)

7. The standard workday is a 24 hour period beginning at 12:01 a.m. and ending 24 hours later. Time
and one-half will be paid for all time worked in excess of eight straight-time hours in any one standard
workday and for all time worked in excess of 40 straight-time hours in any one standard workweek.

8. The Company may assign all or part of the employees within a department to work a four 10-hour
day schedule. If this schedule is used, employees in a department may be assigned to work either Monday
through Thursday or Tuesday through Friday, but a department shall not have some employees assigned to
work Monday through Thursday and other employees in the department assigned to a Tuesday through Friday
workweek.

a) Overtime on the four 10-hour day schedule will be paid for all time worked in excess of 10
straight-time hours in any one day and for all time worked in excess of 40 straight-time hours
in any one week. However, if an employee works on any of his three days off to perform non-
emergency work, he shall be paid the appropriate overtime rate for such work, and he shall
recejve time and one-half for the 9th and 10th hours worked on each of the scheduled four 10-
hour days he worked; provided that if the employee volunteers to perform non-emergency work
on any of his three days off, he shall not receive time and one-half for the 9th and 10th hours in
his four 10-hour day schedule, If an employee is required to work on any of his three days off
in an “emergency,” he shall receive appropriate overtime pay for the hours worked in those
three days, but he will not receive overtime for the 9th and 10th hours worked in any of his
scheduled four 10-hour days. An “emergency” is an unexpected interruption of the Company’s
lines or substation equipment.

b) Employees assigned to work a four 10-hour day workweek shall receive: 10 hours holiday pay
for any holiday that occurs in that workweek; 10 hours personal day pay for any paid personal
day taken; 10 hours sick leave pay for any day of accrued sick leave taken; and 10 hours funeral
leave pay for any day of funeral leave taken. Employees taking a vacation day in that
workweek shall have the option to receive up to 10 hours of vacation pay.

9. An employee shall be paid the appropriate overtime rate for all hours worked outside his scheduled
work shift in the standard workday. This includes "hold-overs," "report-ins,” and "call-ins” which are defined
as follows:

a) "Hold-over" work shall be work which is a continuation of a scheduled work shift. For hold-
over work to apply, an employee shall be notified prior to the end of his scheduled shift. An
employee who is held over shall be paid only for the additional hours worked at the appropriate
overtime rate,

b) "Report-in" means that a notice is given to an employee before %ﬁs scheduled shift ends to
return for work at some hour before his next scheduled shift begins. If an employee is given
notice to report in and that notice is not cancelled prior to the end of his shift, he will receive no
less than one hour’s pay at the appropriate overtime rate, even if the scheduled report-in is
cancelled after the end of the shift. It is not a report-in when the proper 12 hour notice is given.
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¢) "Call-in" is when an employee is called in for emergency work outside his scheduled working
hours. Call-ins shall be paid as follows:

1) When an employee is called in for emergency work or is instructed to come in for
emergency work and the hours worked are not continuous with other hours worked, he
shall receive no less thar four hours pay at the appropriate overtime rate. The employee
must do any emergency work assigned to him by the Company in order to be entitled to the
call-in pay. It is not a call-in when the proper 12 hour notice is given.

2) Anytime an employee is called to work from his home prior to the start of his shift and
works into his shift, the employee shall receive a minimum of one hour’s pay at the
appropriate overtime rate. If the employee is on the premises and is asked to work prior to
the start of his shift, he shall be due pay at the appropriate overtime rate.

10. "Scheduled" work is work for which 12 hours or more notice is given to the employee prior to the
start of his shift. "Unscheduled" work is work for which less than 12 hours notice is given to the employee
prior to the start of his shift.

11. Prearranged schedule changes in the employee’s posted work schedule will be work for which 12
hours or more notice has been given. If an employee is not given proper notice, he will receive time and one-
half for the first eight hours worked on his new scheduled shifi. All scheduled shifts shall be 2 minimum of
four hours.

12. Changes in working hours whereby schedules are extended by the addition of overtime hours
immediately preceding or immediately following an employee's scheduled shift will not be considered a
schedule change within the meaning of Paragraph 1] of this Section.

13. In order to cancel any scheduled overtime, eight hours notice must be given prior to the start of the
employee's shift. If less than eight hours notice is given, the employee will be given the option to work or he
will be paid at the appropriate overtime rate for one-half the overtime hours cancelled.

14. When an employee works 16 or more hours in any rolling 24 hour period, he shall be entitled to a
12 hour rest period, commencing immediately upon his release from work and lasting 12 consecutive hours
thereafter. Compensation to the employee will be based on the following:

a) Be paid at two times the straight-time rate of pay for all hours worked over 16 hours and for all
hours worked in the 12 hour rest period,

b) Be given a rest period at no loss of pay for any hours scheduled in his 12 hour rest period. If
the employee’s 12 hour rest period ends and there is a portion of a scheduled shift remaining,
the employee may be given the option to waive the remainder of the affected shift without pay
and with no penalty under the Absenteeism Control Program.

15. An employee must work 16 hours in a 24 hour period in order to be entitled to a 12 hour rest
period. Pay that is received by an employee for hours not worked, such as personal day, holiday or workers'
compensation pay, or the minimum one hour’s pay due an employee in "report-in" situations, etc. does not
count as time worked for the purpose of satisfying the 16 hour clause.

16. Overtime and premium pay shall not be pyramided, compounded, or paid twice for the same hours
worked. All hours for which an employee receives pay shall be considered as time worked for the
computation of overtime pay.

17. If an employee is more than 30 minutes tardy, his supervisor may send him home for the balance

of that workday, in that event he shall not receive any pay for that day.
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SECTION 20. MEALS

1. If an employee is required to work past his scheduled quitting time two or more hours, the
employee will be furnished a meal at Company expense and an additional meal at Company expense each four
hours thereafter, or seven dollars in lieu thereof, as long as he continues to work.

Example: An employee whose schedule is 7:00 a.m. to 3:30 p.m. is required to work until 5:30 p.m.
The employee is due a meal. If this empioyee continues to work until 9:30 p.m., another
meal is due.

2. If an employee is called in for unscheduled work two to four hours before his scheduled starting
time, the employee will be furnished a meal ("breakfast”) at his scheduled starting time at Company expense
or seven dollars in lieu thereof. Since the intent here is for the employee not to take the time to eat or prepare
any meal prior to coming in to work, the Company will furnish the mid-shift ("lunch") meal or seven dollars
in lieu thereof. 1f the employee ceases work at his scheduled quitting time, no additional meals will be paid.

Example: a) An employee whose schedule is 7:00 am. to 3:30 p.m. is called in for unscheduled
work at 4:00 a.m. and works until his scheduled quitting time. The employee is due
"breakfast” and "lunch."

Example: b) An employee whose schedule is 7:00 a.m. to 3:30 p.m. is called in for unscheduled
work at 5:00 am. and continues to work through his schedule until 6:30 p.m. The
employee is due three meals "breakfast”, “lunch” and "supper”.

3. If an employee is called in for unscheduled work more than four hours before his scheduled
starting time and works into his scheduled shift, he will be furnished a meal or seven dollars in lieu thereof for
each full four hour period worked prior to the scheduled starting time of the shift. The employee will also be
furnished the mid-shift ("lunch”) meal or seven dollars in lieu thereof. If the employee ceases work at his
scheduled quitting time, no additional meals will be paid.

Example: An employee whose schedule is 7:00 a.m. to 3:30 p.m. is called in for unscheduled work at
1:00 a.m. and continues to work through his scheduled shift. The employee is due a meal
at 5:00 am. He is also due the mid-shift ("lunch") meal.

4. If an employee is called in for unscheduled work and works over four hours, and the unscheduled
work ends prior to the employee's scheduled shift, he shall be furnished a meal or seven dollars in lieu thereof
for each continuous four hour period worked.

Example: An employee is called in for unscheduled work at 2:00 a.m. and works until 2:00 p.m. He
is due a meal at 6:00 a.m., 10:00 a.m., and 2:00 p.m.

5. If an employee is given eight hours or more notice to report to work or if the employee is notified
prior to leaving his duty station that he will be held over on his next scheduled shift, he will not be due meals.
An employee given sufficient notice of the starting time for hours to be worked, but not given a designated
quitting time, will receive meals as set forth in this Section as if no notice was given.

6. In addition to the provisions above, the following shall also apply for meals while the employee is
on unscheduled overtime.

a) An employee whose unscheduled work has continued and he will not arrive at the ET&S office
within three hours of his scheduled quitting time shall be entitled to: receive payment in lieu of
a meal as set out above; or stop on the way back to the ET&S office and eat a meal at the rate
not to exceed 10 dollars and paid time to eat his meal not to exceed 30 minutes.
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b) Time taken to eat (paid and unpaid) will not be used in the calculation toward the next meal
due the employee. Time taken to eat beyond 30 minutes will be unpaid. The meal stop shall be
used as reimbursement of one meal ticket.

c) An employee who chooses to stop and eat shall notify the management of the ET&S
Department. If the ET&S management cannot be reached, then the employee shall notify the
Energy Control system supervisor of the stop.

d) If an employee is called in for unscheduled overtime and works six hours or more, and if the
unscheduled overtime work ends prior to the employee's scheduled shift, he will be permitted
to stop on his way back to the ET&S office to eat a meal, as set out above in Paragraph 6.a).

7. Reimbursement for food purchase receipts or redemption of meal tickets will be monthly and may
be paid in cash or by check.

8. The provisions in this Section are in no way intended to provide meals or meal money during
"scheduled overtime." The intent of these Paragraphs is to provide the employee with the normal and regular
meals that may be missed due to unscheduled work, not to provide additional meals.

SECTION 21. SUPERVISORS WORKING

1. 1t is understood and agreed that no supervisor or foreman will take the place of any employee and
perform production work except in an emergency, or for the purpose of instruction and training, or to assure
proper performance of work, to protect Company property, or to ensure safety of employees. )

SECTION 22. LEAVE OF ABSENCE

1. By special written request from a seniority employee the Company in its sole discretion may grant
a Personal Leave of Absence without pay for a maximum period of 30 days. Credit for Company seniority
and employee benefit accrual during the granted Personal Leave of Absence shall not exceed the 30 day
maximurm.

2. An employee who is unable to work because of illness or injury may be granted a sick leave
provided the employee furnishes the Company with a written statement from his physician verifying the
sickness or injury. The employee may utilize his accumulated sick leave pay during the sick leave. The
Company reserves the right to require a physical examination of the employee, at Company expense by a
Company doctor, during any time of an authorized sick leave. If the employee is physically unable to retun
to his job classification or any other suitable job that he can be fitted by education, training or experience and
in accordance with his departmental senjority, the employee will be determined to be eligible for long term
disability. The qualifying period for long term disability is three months of continued disability resulting from
a medically approved physical or mental condition. During absences covered by an authorized personal or
work-related sick leave, credit toward seniority will continue as set forth in Paragraph 4.i) of Section 14.
Credit toward other employee benefit accrual will continue for a period up to the employee's accumulated
seniority not to exceed one year.

3. An employee who fails to return to work at the termination of his Personal Leave of Absence or
sick leave will be treated as a voluntary quit.

4. Upon return to work, an employee shall be reemployed at his former job or at a job in line with his
seniority, provided the employee can perform the job without training but receiving adequate instruction, and
to a job which carried a rate of pay equal to or as near that of his former job as possible, provided there is such
work available.
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5. It is the Company’s intent that the medical leave provisions shall be consistent with and in full
compliance with the FMLA.

SECTION 23. SICK LEAVE PAY

1. Commencing with the date of employment, all employees on the active payroll shall accumulate
sick leave pay at the rate of eight hours at regular (straight-time) rate for each calendar month of continued
employment. Accumulated sick leave will be payable only when a seniority employee is absent from and
unable to work his scheduled workdays due to non-occupational sickness or injury. In no event will sick leave
be paid in excess of sick leave accrued at the time the absence occurs. During the probationary period an
employee shall not be eligible for sick leave pay.

2. Although an employee may accrue an unlimited amount of sick leave, in the case of illness or
injury he will not be allowed to take more than 13 weeks sick leave in any one continuous period after which
he will be eligible to apply for long term disability.

3. Personal illness shall mean an employee being unable to work due to a sickness, or accidental
personal injury not arising from participation in outside gainful occupation or unlawful activities and shall
specifically exclude injury arising out of or in the course of employment with the Company.

4. The Company reserves the right to have an employee examined by a doctor of its choice
concerning the verification or continuation of the employee's illness, injury, or surgery. If an employee is
instructed by Management that verification is needed, such verification will be at Company expense and the
physician will be designated by the Company. An employee who fails to satisfactorily verify his reason for
absence for the entire period or who refuses or fails to submit the verification as instructed, will not be paid
and will be subject to discipline.

5. Accumulated sick leave will not be paid to employees leaving for any reason, the employ of the
Company.

6. When an employee is unable to report for work due to a sickness or injury as defined above, he
must report this fact to his immediate supervisor or other management personnel at the earliest possible time,
but in no event later than 15 minutes prior to the scheduled time to commence work, otherwise the employee
will receive no sick leave allowance for the day.

7. The Company is aware that there are times when absences and extended leaves associated with
personal or work-related sickness or injury are not known in advance. However, when such absences are
known in advance, the employee should promptly notify the Company as to the time and date of a physician's
appointment. For absences of a longer period of time, the employee should promptly notify the Company as
to the beginning date and anticipated duration of the leave. The intent here is to keep the Company informed
in advance so that supervision can plan and schedule work in the most efficient manner.

8. Employees receiving sick leave pay under the provisions of this Section shall receive holiday pay
in lieu of sick leave pay in the event a holiday falls during such sick leave period.

9. For absences of three or more consecutive workdays, a satisfactory medical doctor's certificate
must be presented.

SICK LEAVE PAY OPTIONS

10. An employee who needs to be absent from work due to a non work-related illness or injury may, at
his option, use accumulated sick leave as set out below:
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a) He may receive full sick leave pay at his base wage rate in effect on the day of absence,
provided he furnishes the Company with a medical doctor's certificate satisfactorily verifying
the need for the absence.

b) He may receive sick leave pay at 80 percent of his base wage rate in effect on the day of
absence without submitting a medical doctor's certificate. This option may be used a maximum
of two days per calendar year and for a period not to exceed two consecutive workdays.

¢) In lieu of receiving pay as set forth in a) or b) above, an employee may be absent for up to two
consecutive days and elect to receive no pay.

SERIOUS ILLNESS OF EMPLOYEE'S SPOUSE OR DEPENDENT CHILD
11. Accumulated sick leave may be utilized by employees when a spouse or dependent child is:

a) Seriously ill or injured,
b) In the hospital or having out-patient surgery or treatment,
¢} Recovering at home from an illness, injury, or surgery.

12. In all absences associated with the spouse or dependent child, the employee must present a written
medical doctor's certificate satisfactorily verifying the need for the employee's presence, the nature of the
relative's illness, injury, or surgery and the starting and ending dates of the absence. An employee who fails to
satisfactorily verify his reason for absence, or who refuses or fails to submit the verification as instructed, will
not be paid and will be subject to discipline.

13. The maximum utilization of accumulated sick leave for incidents of serious illness, injury, or
surgery to the employee's spouse or dependent child shall not exceed five days [40 straight-time hours] in any
calendar year. In the event a serious illness, injury, or surgery to the employee's spouse or dependent child
requires the employee to be absent from work for more than 15 scheduled straight-time workdays during a
calendar year, the employee may utilize his accumulated sick leave to cover absences beginning with the 16th
day. A doctor's statement is required which satisfactorily verifies the need for such long term absence.

PARTIAL SICK DAY ABSENCES

14. Employees may use accumulated sick leave for partial sick day absences for legitimate medical
reasons, provided that all provisions set out below are met:

a) Accumulated sick leave may be used in increments, subject to the employee’s discretion, of up
to four full straight-time hours (five full straight-time hours if on a four 10-hour day schedule).
Partial sick day absence may be used for personal illness or off-the-job injury, or for medical
and dental appointments of the employee and eligible dependents.

b) To receive pay for a partial sick day absence, an employee must give at least 16 hours notice of
the absence prior to the starting time of his scheduled straight-time shift, and present upon
return to work a medical doctor's certificate verifying the illness or injury.

c) If an employee becomes sick while at work and must leave work the notice requirement will be
waived, and the employee will be compensated for the full period of sick day absence. The
medical doctor's certificate verifying the reason for absence is also waived unless the employee
is instructed before leaving work that verification of his partial day absence is needed.

d) Each partial sick day absence will be charged under the Absenteeism Control Program:.
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SECTION 24. WORKERS' COMPENSATION PAY

1. A regular full-time employee who is absent from work because of an industrial illness or injury
shall have his lost wages reimbursed at a rate of 75%, commencing on the fourth consecutive full working day
of the absence. Pay will be computed at the employee's base straight-time rate in effect at the onset of the
iliness or injury, on the basis of his 40 hour workweek, and exclusive of shift premium or any other premium

pay.

2. The 75% reimbursement program remains effective for a maximum of 13 weeks, provided the
employee remains on a verifiable work-related disability. Thereafter, the maximum reimbursement due an
employee off on a verifiable extended work-related illness or injury shall be a maximum of 66 2/3% of the
employee's base straight-time rate in effect at the onset of the illness or injury. The 66 2/3% maximum benefit
is paid jointly under the terms and conditions of Workers' Compensation and the Long Term Disability Policy.

3. If an illness or injury occurs on the job, the Company must be notified immediately and the illness
or injury must be verified by a medical doctor's certificate.

4. If an employee is absent for eight or more consecutive working days for an industrial illness or
injury, he shall be compensated as set forth above, for the first three working days of the absence.

5. This benefit will continue as long as the employee remains disabled and eligible for Workers'
Compensation from the insurance carrier. Thereafier, additional benefits are payable under the terms and
conditions as set forth in the Long Term Disability Policy.

6. Successive disabilities separated by less than 10 consecutive working days of regular full-time
work will be considered as the same disability, unless the subsequent disability is due to a different cause.

7. An employee shall not lose any straight-time pay for a partial day absence due to an industrial
iliness or injury.

8. An employee who fails to return to work at the termination of his Workers' Compensation leave
will be treated as a voluntary quit.

9. The Company reserves the right to have an employee examined by a doctor of its choice
concerning the verification or continuation of a work-related illness or injury.

SECTION 25. PERSONAL DAY PAY

1. Each seniority employee on the active payroll shall have two personal days each calendar year.
The employee will be paid eight hours (10 hours if on a four 10-hour day schedule) at his straight-time rate in
effect on the date a personal day is taken.

2. The absence for a paid personal day shall be a non-chargeable occurrence under the Absenteeism
Contro] Program.

3. When an employee needs to take a personal day, he should report this fact to his immediate
supervisor or other management personnel at the earliest possible time, but in no event later than 15 minutes
prior to the scheduled time to commence work, otherwise the employee will receive no pay for the day and the
absence becomes a chargeable occurrence.

4. An unused personal day cannot be carried over to the next calendar year. For any personal day not
taken by December 31, the employee shall receive eight hours pay (10 hours if on a four 10-hour day
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schedule) at his straight-time rate in effect on that date. An employee can choose to take a cash-out of his
personal day(s) before December 31.

5. Paid personal days may be taken up to and including December 31. However, a paid personal day
cannot be taken on a Saturday, Sunday, or a holiday. (A personal day is not a holiday.) If an employee
decides to take a personal day after November 30, he must schedule it in advance during the time period
between November 1 and November 15. The cash-out received for an unused personal day does not count
toward overtime.

6. A probationary employee is entitled to the paid personal days if he completes his probation period
prior to December 30. If he completes his probation period on December 30, he is entitled to take or cash-out
one personal day. He is not entitled to a paid personal day if he completes his probation period on December
31

SECTION 26. FUNERAL LEAVE

1. In the event of a death in the employee's immediate family, the employee will be granted four
consecutive calendar days off without loss of pay from the straight-time workdays he would have worked,
provided one of the days absent is the day of the funeral,

The immediate family is defined as:

a) spouse

b) parent or stepparent (funeral leave is available to the employee for one mother and one father
during employment with the Company)

c) spouse's parent or stepparent (the limitation as set out for the employee's parent shall also
apply)

d) employee's brother, sister, half-brother, or half-sister

e) employee's children or the children of the spouse, provided they are stepchildren who live or
who have lived in the employee's home in a normal parent/child relationship

2. In case of a death of an employee's grandparent, grandchild, brother-in-law, sister-in-law, son-in-
law or daughter-in-law, the employee will be granted three consecutive calendar days off without loss of pay
from the straight-time workdays he would have worked, provided one of the days absent is the day of the
funeral.

3. In case of a death of a stepchild not related to the employee's current spouse, the employee will be
granted one day off without loss of pay from the straight-time workday he would have worked provided:

a) the day absent is the day of the funeral, and
b) the stepchild lives or has lived in the employee's home in a normal parent/child relationship.

4. It is an employee's option when he starts his funeral leave, provided one of the days is the day of
the funeral, and provided he gives advance notice to supervision of his days of absence.

5. An employee will receive eight hours straight-time pay (10 hours if on a four 10-hour day
schedule) for each funeral leave day that is a scheduled straight-time workday. In addition, if he is scheduled
to work on a Saturday or Sunday, the employee will be allowed off for funeral leave, without pay.

6. The funeral leave benefit in all cases is contingent upon the honest reporting of the relative that has
passed away and the employee's attendance at the funeral.

7. Only those step-relatives specifically identified above are covered by funeral leave.
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SECTION 27. JURY DUTY

1. Employees serving on jury duty shall not lose straight-time pay (exclusive of shift premium) on
that account.

2. An employee who is required to report for jury duty before noon shall, upon request and
notification to his supervisor, be excused from reporting for work prior to reporting for jury duty and shall be
required to return to work only if released from jury duty at, or prior to, the expiration of four hours from his
scheduled starting time (five hours from his starting time if on a four 10-hour day schedule).

3. An employee subpoenaed to testify and who testifies in a civil or criminal judicial proceeding not
involving the employee, his family, or any interest of the employee, will suffer no reduction in straight-time
pay for time lost in testifying, and will be paid the difference between money received for honoring the
subpoena and normal straight-time earnings, exclusive of shift premium, provided the employee provides
prompt notice of his receipt of the subpoena.

4. The Company may require for each day, in such form as it deems necessary to the conduct and
administration of this provision, evidence of the employee¢’s requirement to report for jury duty, or to honor a
subpoena, proof of attendance, time of reporting, time of release and amounts received as compensation,

SECTION 28. HEALTH AND SAFETY

1. A physical examination is required before hiring and may be required during an employee's
employment at the discretion of the Company.

2. The Company will continue its present practice in regard to maintenance of proper housekeeping,
safety equipment, sanitary health and safety protection for all employees.

3. The Union and the employees agree to cooperate fully with the Company in order to promote
safety in all work locations by the observance of all safety regulations and by performing their work in a safe
and careful manner, at all times. Employees will promptly report unsafe conditions or defective equipment fo
their supervisor. There will be safety meetings and copies of the meeting minutes will be forwarded to the
Union's Business Manager. The chief steward will be the safety representative and will meet with the
Manager of Transmission, or his designee, once a month for the discussion of safe work practices and
conditions.

4. In case of a work-related injury, regardless of how small, the employee must notify his supervisor.
In case of a work-related injury that results in lost time from work or requires medical treatment other than
first aid, the employee must complete the Employer’s First Report of Injury as required by OSHA. Copies of
the Employer's First Report of Injury will be forwarded to the Union's Business Manager.

5. The Company shall distribute to all employees a Safety Manual for their guidance and instruction
as to safe work practices. Every employee shall become familiar with the rules of the Safety Manual as they
apply to his work activities. While the rules of the Safety Manual will cover as many working situations as
possible, it should be understood that it is impossible for the manual to cover all situations. The Company
will, when it is necessary, establish additional safety rules and regulations which will be distributed to all
employees. The Company will forward to the Union's Business Manager advance notice of any new safety
rules.

6. In conjunction with 49CFR (Code of Federal Regulations) 39141 through 391.49, the Company
will pay for all testing and licensing expenses associated with employees obtaining and retaining a DOT
(Department of Transportation) Operators License.
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7. The Company will reimburse each employee $95.00 for safety shoes once a calendar year. Steel
toed caps for shoes will not be acceptable, The Company will also reimburse $95.00, once a calendar year,
towards the purchase of lineman’s climbing boots for any employee whose work for the Company necessitates
the purchase of such boots. Receipt of purchase is required for any reimbursement under this Paragraph.
Employees shall have the option to combine two calendar years for a single purchase (four years if for
lineman’s boots). The employee shall declare his option when the receipt is submitted.

8. The Company will furnish the uniforms to be provided in the Company’s clothing policy regarding
exposure to energized circuits. The Company will also furnish T-shirts bearing the Company logo that
comply with the policy. The T-shirts are to be laundered by the employee. The clothing furnished by the
Company under this provision is required to be worn by the employee, except he can choose to wear the T-
shirt without the uniform shirt when and where allowed in the clothing policy.

SECTION 29. EMERGENCY RESCUE TEAM

1. All Emergency Rescue Team (ERT) members shall meet and maintain the required physical
standards set out in the Company's Emergency Rescue Team Policy. ERT members will be expected to
respond to hazardous chemical spill and confined space emergencies where employees are in need of being
rescued.

2. The ERT shall be staffed on a volunteer basis.
3. The Company shall provide training for rescue team members as stated below:
a) Three days of initial training for employees joining the rescue team.
b) Eight hours of training which includes at least one drill per year for each ERT member.

¢) Any additional training required by ERT members to acquire or maintain skills sufficient to
perform emergency rescues or training required to acquaint ERT members with new equipment
will be conducted on an as needed basis, as determined by the corporate safety administrator.

4. Injuries that result from an ERT member's rescue efforts, while at work, are covered by Workers'
Compensation.

5. All volunteers for the ERT will be accepted on the basis of bargaining unit seniority. However,
employees who hold positions outside of the Company at the time they volunteer such as volunteer firemen,
policemen, emergency medical technicians, etc. will be given priority selection. The selection process for this
group will also be based on bargaining unit seniority.

6. Employees who volunteer for the ERT shall do so with the understanding that they must remain on
the ERT for a minimum of one year. It is understood by the parties that an employee who has an unknown
medical condition may volunteer and be accepted into the ERT. Upon discovery of a condition that
disqualifies an employee from being an ERT member, the employee shall be allowed to exit the ERT without
completing the one year minimum service requirement.

7. Employees interested in withdrawing from the rescue team may do so after the minimum one year
of enrollment, provided 60 calendar days written notice is submitted to the Company.

8. ERT members shall be identified by either a special hard hat or insignia.
9. Employees selected for the ERT who have passed the physical examination required to be an ERT

member shall earn additional vacation days, as set out below:
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a) One vacation day will be credited to the employee's vacation account following the successful
completion of the initial three days of rescue training. Once credited, this vacation day will be
immediately available for use. Thereafter,

b) Beginning either June 30 or December 31, depending upon when the employee became an ERT
member, one additional vacation day will be credited to the employee's vacation account
following the completion of six * months of service.

Example: An employee who completes the rescue training on December 1, 1998, will be credited
with one vacation day. Following the completion of six months of service (June 30,
1999) as an ERT member, one additional vacation day will be credited to the
employee's vacation account. This process of crediting an employee's vacation account
with one vacation day will continue each June 30, and each December 31, provided the
employee remains an ERT member.

*The first time period for earning an additional vacation day typically will be longer than six
months. However, the first vacation day earned by joining the ERT offsets this additional time.

¢) Vacation days earned by being an ERT member will be credited to the employee's regular
vacation account and may be used or paid to the employee upon termination, resignation, or
retirement, according to the Vacations section of this Agreement, except that the vacation day
credited under 9.a) above upon completion of the initial three days of training will be
immediately available for use. ‘

d) An ERT member will continue to eam service for the accrual of ERT vacation days while on
sick/workers’ compensation leave until the employee is placed on long term disability.

e) A vacation day earned by an ERT member when on a four 10-hour day schedule will be 10
hours.

10. The Union or the Company may withdraw from this ERT Section in its entirety at the expiration of
this Agreement.
SECTION 30. VACATIONS

1. All employees must be continuously employed on the active payroll as full-time employees, by
January 1 of each current year, to receive any vacation pay. The vacation year shall be the calendar year.

2. The Company will grant paid vacations in accordance with the following schedule beginning
January 1, 2013:

Length of Continuous Hours Paid At
Service As of January 1 Straight-Time
of the vacation year

a) Less than 12 8 hours per full
months continuous monthup to a

service maximum of 80 hours
b) More than one 80 hours

year but less than
five years continuous
service
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c) After five years 104 hours
continuous service

d) After nine years 112 hours
continuous service

e) After 10 years 120 hours
continuous service

f) After 11 years 128 hours
continuous service

g) After 12 years 136 hours
continuous service

h) After 13 years 144 hours
continuous service

i) After 14 years 152 hours
continuous service

j) After 15 years 160 hours
continuous service

k) After 25 years 184 hours
continuous service

3. "Continuous service” in this Section is defined as time actually spent performing productive work
for the Company and does not include time away from work for any cause or reason whatever, except
approved leaves of absence or vacations,

4. Employees eligible to receive vacation benefits under this Section, who resign, retire, terminate, or
are laid off, shall receive pay in lieu of vacation benefits accumulated to the time of separation on the
following basis:

a) They shall receive pay for one-twelfth (1/12) of the applicable vacation hours earmned for each
month worked during the current vacation accrual year. The vacation accrual year is the
calendar year commencing with each January 1 and ending December 31. A month's work will
be defined as any calendar month in which the employee works 120 hours.

b) In order to be entitled to any pay under this Paragraph, all persons who resign or retire must
give proper notice by submitting a "resignation notice" to his supervisor at least two weeks (14
calendar days) prior to the desired date of termination or separation. Employees who fail to
submit proper notice will forfeit all accrued vacation entitlement.

5. All discharged employees will receive pay for vacation accrued prior to the year of termination.

6. All vacation requests are to be turned in by February 1. The Company will post vacation schedules
by March 1. All vacation requests turned in after February 1 will be on a first-come, first-serve basis.
Vacations will be granted based on employees' bargaining unit seniority provided the Company maintains the
proper balance of skills, experience and job knowledge.

7. An employee will ask his supervisor before his vacation commences about his work schedule

(shift, starting and quitting times) for the first scheduled workday upon his return from vacation. If it is
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necessary to change an employee's work schedule while he is on vacation, the change will be miade in
accordance with the 12 hour notice provisions of the Hours, Overtime and Premium Pay section of this
Agreement.

8. Subject to the approval of the employee's supervisor, employees will be permitted to trade vacation
periods with other employees within their job classifications.

9. A maximum of 184 hours vacation credit may be carried from one calendar year to the next.
Vacation credit is accrued in the calendar year prior to the calendar year in which it can be used. If an
employee foregoes his vacation at the request of the Company, the Company shall in lieu thereof pay the
employee his vacation pay over and above his ordinary pay.

Example: An employee with five years of continuous service has 184 hours vacation credit
accumulated on December 31. On the following January 1 this employee has a total of 288
hours of vacation credit available for use in the new calendar year. (184 hours "carryover"
plus 104 hours accrued during previous year equals 288 hours available in the new
calendar year.) This employee can use all 288 hours during this new calendar year if it is
mutually agreeable with his immediate supervisor. If this employee fails to use 104 hours
vacation time during this new calendar year, he will lose ail hours above 184 on December
31 since this is the maximum allowable for carryover into the next calendar year.

SECTION 31. HOLIDAYS

1. Al active, full-time regular employees with seniority shall receive eight hours pay at their straight-
time rate in effect on the day of the holiday.

2. An employee who works on a day observed as a holiday shall be compensated as follows:

a) He shall be paid for all hours worked on the holiday at a rate of time and one-half his straight-
time rate in effect on that day.

b) He shall receive eight hours holiday pay at his straight-time rate in effect on that day.

3. When an employee works temporarily upgraded on a day observed as a holiday, he will receive
holiday pay, as set out above, at the appropriate temporary upgrade rate.

4. If an employee is scheduled to work on a holiday and fails to work, he will not be paid for the
holiday unless his absence is excused by the Company.

5. An employee that does not work the holiday shall receive holiday pay under the following
conditions: '

a) He must work or receive pay for all the hours of his scheduled shift on the last workday
preceding such holiday(s), and he must work or receive pay for all the hours of his first
scheduled shift immediately following the holiday(s).

b) If an employee is absent on one of the qualifying days for a reason that is non-payable under
the provisions of this Agreement, such absence will not result in the loss of holiday pay if the
reason is substantiated by the employee and accepted by the Company.

¢) No holiday pay is due an employee who is absent on both of the qualifying days for a non-
payable reason.
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d) If an employee is tardy and the Company does not invoke Paragraph 17 of Section 19, the
employee shall receive holiday pay.

e) Holiday pay is not paid an employee on disciplinary suspension on both of the qualifying days.
The holiday(s) is counted as part of the suspension period.

f) Holiday pay is not paid an employee who is on long term disability on both of the qualifying
days.

g) Holiday pay is not paid in lieu of workers’ compensation pay, however holiday pay is paid in
lieu of sick pay. -

6. During this Agreement there shall be 10 paid holidays as follows:

New Year's Day Veteran's Day

Good Friday Thanksgiving Day
Memorial Day Friday after Thanksgiving
Independence Day Christmas Eve

Labor Day Christmas Day

7. In the event a holiday occurs on any employee's scheduled day off, the preceding scheduled
workday (if in the same 7 day calendar week) will be observed as the holiday.

8. In the event a holiday occurs on any employee's scheduled day off at the beginning of the same 7
day calendar week such that Paragraph 7 cannot be applied, the next scheduled workday will be observed as
the holiday.

9. Employees assigned to work a four 10-hour day workweek shall receive 10 hours holiday pay for
any holiday that occurs in that workweek; and in that case, all provisions of this Section that refer to eight
hours holiday pay shall apply to 10 hours holiday pay.

SECTION 32. HEALTH AND WELFARE

1. The details covering such matters as eligibility, coverage continuation, benefits and covered
services, deductibles, exclusions and limitations, coordination of benefits, termination of coverage, conversion
privileges, and all other terms and provisions of the plans referred to in this Section shall be as specifically
provided or set out in the plan documents.

MEDICAL INSURANCE ~ ACTIVE EMPLOYEES

2. Each employee is entitled to the group health coverage provided to, and on the same basis as, all
other regular full-time employees of the Company. The Company retains the right in its sole discretion to
modify the terms, conditions, and level of benefits under the group health coverage, after offering to meet and
discuss such changes with the Union, so long as benefits for employees covered by this Agreement are the
same as provided to other full-time employees of the Company.

3. The Company and the employees will co-share the cost of the medical premiums. The employee’s
contribution to the cost of coverage will depend on the coverage he has. The monthly employee contribution
percentage and fixed amounts in effect on October 14, 2012, will remain in effect until January 1, 2013. The
monthly employee contribution effective January 1, 2013, will be niné percent of the cost, but no more than

the following:
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Employee Only $ 65.00

Employee and Spouse 140.00
Employee, Spouse, and Child(ren) 190.00
Employee and Child(ren) 125.00

The employee’s contribution will be made through payroll deduction on a pre-tax basis.
MEDICAL INSURANCE — RETIREES

4. Group medical coverage is available for employees who retire on or after age 62; provided that
those hired or transferring into the transmission division after October 14, 2012, must also have 10 or more
years of service. The Company and retiree will co-share the cost of the medical premiums on an 85/15 basis
(85% Company, 15% retiree). Coverage is also available for the retiree’s spouse during the period of time
that the retiree is between the ages of 62 and 65. The cost to the retiree and/or spouse for the spouse’s
coverage is 15% if the spouse is between the ages of 62 and 65, and 75% if the spouse is less than 62. The
Company will provide Medicare supplement coverage at age 65. To be eligible for the Medicare supplement
coverage, the participant must enroll in Medicare Part B. The cost to the participant is 75 percent of the
Medicare supplement premium rate. Coverage may also be continued for the retiree’s spouse, with the
coverage and cost dependent on the spouse’s age, as indicated in this Paragraph.

MEDICAL INSURANCE — DISABLED EMPLOYEES

5. If an employee becomes disabled as a result of an injury or an iliness while employed by the
Company, group health coverage will be provided for him on the following basis:

a) Coverage will be provided for the first 12 months of disability, beginning with the first day of
disability (the day following the last day worked), with the employee paying the same as an
active employee.

b) After 12 months of disability, coverage will be provided on an 80/20 co-shared basis, with the
employee paying 20 percent of the monthly premium, except that coverage for employees on
long term disability as of October 14, 2012, will be on an 85/15 co-shared basis.

6. The Company’s active group health coverage will continue until the disabled employee becomes
eligible for Medicare as a result of his disability, at which time the Company will provide Medicare
supplement coverage. To be eligible for the Medicare supplement coverage provided by the Company, the
disabled employee must enrofl in Medicare Part B. The cost to the disabled employee for the supplemental
coverage is 75 percent of the Medicare supplement premium rate.

7. The Company’s applicable health coverage for the disabled individual will continue for the
duration of the disability regardiess of his employment status with the Company; provided that the health
coverage will terminate when the individual (i) reaches age 65, (ii) recovers from the disability, (iii) accepts
other employment, (iv) ceases to pay the required monthly premiums, or (v) can no longer provide proof of
disability.

8. If an employee who becomes disabled has dependent coverage as of the first day of disability, the
coverage may be continued on the same basis as set out in Paragraph 5 above. Dependent medical coverage
may continue up to the fifth anniversary of the date the employee qualified for long term disability, or until the
employee’s earlier termination of employment. Any continuation of coverage thereafier will be that available
under COBRA, except that the amount to be paid for spousal coverage shall be that called for under Paragraph
4 above if the employee is between the ages of 62 and 65 on the date that dependent coverage would terminate
but for COBRA.

;
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OTHER INSURANCE

9. The Company shall provide employee life and AD&D insurance, with the amount of life insurance
equal to two times the employee’s annual base pay, and the amount of AD&D insurance equal to the life
insurance amount. The Company shall also provide $10,000 of life insurance on the employee’s spouse and
each dependent child, and $100,000 of business travel accident coverage on each employee. The cost of the
insurance shall be paid by the Company.

10. Each employee is also entitled to the dental insurance and vision insurance provided to, and on the
same basis as, all other regular full-time employees of the Company. The cost of dental insurance on the
employee is paid by the Company. Dependent dental coverage is optional, and the cost is co-shared by the
Company and the employee on an 80/20 basis (80% Company, 20% employee). The cost of vision insurance
on the employee is paid by the Company, up to a monthly maximum of $8.00, with an amount equal to the
employee-only coverage cost (subject to the $8.00 maximum) being applied to offset the cost for employee
and dependent coverage (i.e., employee and spouse; employee, spouse, and child; employee and child).

11. For an employee who becomes disabled, the life, AD&D, dental, and vision insurance provided for
him and/or his dependents will or may continue for one full year, beginning with the first day of disability.
Thereafter, AD&D and dependent life insurance will cease, and the employee’s life insurance will continue
only where approved (premium waived) by the carrier. Dental and/or vision coverage may continue afier one
full year, up to the third anniversary of the date the employee qualified for long term disability, with the
employee paying 100% of the cost.

LONG TERM DISABILITY

12. The Company will pay the cost of long term disability insurance that provides the same level of
benefits in effect as of the commencement date of this Agreement, which is 66 2/3% of the employee’s base
pay rate, up to a maximum monthly benefit of $4,000.

13. An employee on long term disability must become eligible for Social Security disability benefits as
of the second anniversary of the date he qualified for long term disability, or be in the process of appealing a
Social Security benefit denial, if he is to continue receiving long term disability benefits on or after that date.
If a decision on the appeal in process has not been rendered as of the two year expiration date, the long term
disability benefit will decrease by the amount the employee would otherwise be entitled to receive from Social
Security. If the employee later receives a favorable decision on the appeal, the long term disability benefit
will continue as set out in the plan document. If the employee Joses his appeal, his coverage will cease and if
he is unable to return to work at that time, he shall be terminated.

SECTION 33. PENSION

1. All bargaining unit employees actively employed by the Company as of October 31, 2008, may
remain, or upon meeting the eligibility requirements set out in the plan, may become, members of the
Bargaining Employees Retirement Plan. The Company currently pays the entire cost of the plan. Any other
person who is not an active member of the plan on October 31, 2008, which includes retired, disabled, and
terminated members, as well as any persons hired after that date, shall not become an active member on or
after November 1, 2008, unless he was an active member of the Salaried Employees Retirement Plan prior to
January 1, 2008, and immediately prior to becoming a bargaining unit employee on or after November 1,
2008.

2. Credited service for purposes of calculating benefits under the Bargaining Employees Retirement
Plan, for employees who become and remain totally and permanently disabled, shall include the period from
the date the employee became eligible for long term disability benefits to the fifth anniversary of that date;
provided that this provision shall not provide credited service in excess of the credited service to which he is
entitled upon normal retirement or earlier termination of employment.
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3. For bargaining unit employees hired on or afier November 1, 2008, the pension plan is the
Bargaining Employees Retirement Savings Plan, consisting of two parts: a retirement section providing for
unmatched non-elective employer contributions; and a thrift and 401(k) savings section providing for
employee and matching employer contributions. The retirement section calls for employer contributions into
a retirement or base contribution account, based on graduated percentages of base pay, depending on the
employee’s age.

Age <33 33-36 3740 41-44 45-48 49-52 53-56 57+

% 5 6 7 8 9 10 11 12

The thrift and 401(k) savings section allows employees to contribute or defer base pay on an after-tax basis
(thrift savings), a pre-tax basis (401(k) savings), or both. The matching employer contribution is 60% of the
first 6% of base pay contributed by the employee on a pre-tax basis.

4. Employees are eligible to participate in the Bargaining Employees Retirement Savings Plan, for
purposes of receiving the employer base contributions and/or matching contributions, on the first day of the
month coincident with or next following completion of a 12 consecutive month period during which the
employee earns 1,000 hours of service. For purposes of making employee thrift and 401(k) savings
contributions, employees are eligible as of the first of the month coincident with or next following completion
of their first hour of service.

5. Employees who are active members of the Bargaining Employees Retirement Plan shall be eligible
to participate in the Bargaining Employees Retirement Savings Plan, and prior to November 1, 2008, remain
eligible to participate in the predecessor savings plan, the Bargaining Employees Savings Plan, for purposes of
making employee thrift and 401(k) savings contributions and receiving employer matching contributions.
They shall not be eligible for purposes of receiving the employer base contributions.

6. The details covering the provisions of the Refirement Plan and the Retirement Savings Plan shall
be as specifically provided in the plan documents, and are subject to IRS rules and regulations. Effective
January 1, 2009, loans from thrift and 401(k) savings shall be limited to no more than two outstanding at any
time, excluding loans made prior to January 1, 2009.

SECTION 34. BULLETIN BOARDS

1. The Company shall provide bulletin boards to be used for the posting of Union notices of elections,
meetings, appointments, and Union recreational and social affairs. Prior to posting, all materials must be
approved by the Human Resources Department or the chief steward may have materials approved by the
Manager of Transmission. There shall be no posting by employees of pamphlets, advertising or political
materials, notices of any kind or literature upon Company property.

SECTION 35. ET&S VISITATION

1. An accredited Union representative may visit ET&S at reasonable times during working hours.
The representative will notify the Company prior to the visit and will secure permission from the Human
Resources Department prior to the visit, and such visits will not be permitted if they interfere with the
operations of ET&S. Such visits shall be limited to participation in the adjustment of a pending grievance as
provided for in the grievance procedure under this Agreement, or to make a physical inspection of ET&S
operations necessary to process a pending grievance. Such visits will not be permitted if they are abused or if
they interfere with production or with employees while at work.
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SECTION 36. SEPARABILITY
1. If any provision of this Agreement is invalidated by legislation or by decision of a court of
competent jurisdiction, such invalidation shall apply only to the provision or provisions expressly invalidated,

and all remaining portions of this Agreement shall remain in full force and effect. The Company and the
Union shall meet to renegotiate the invalidated provision or provisions.

SECTION 37. HOURLY WAGE RATES AND LABOR GRADE
CLASSIFICATION ASSIGNMENTS

1. All basic hourly wage rates paid by the Company to bargaining unit employees in the respective
labor grades are listed below.

First year hourly wage rates from October 15, 2012 through October 4, 2013
Second year hourly wage rates from October 15, 2013 through October 14, 2014
Third year hourly wage rates from October 15, 2014 th:ough October 14, 2015

Fourth year hourly wage rates from October 15, 2015 through October 14, 2016

LABOR GRADE |

First Step Second Step Top Step
1st year $30.56 $31.82 $33.04
2nd year $31.25 $32.54 $33.78
3rd year $31.95 $33.27 $34.54
4th year $32.67 $34.02 $35.32

Classifications: Senior Technician, Senior Lineman, Senior Equipment Mechanic, (Grandfathered)
Right-of-Way Maintenance "A"

Advancement to a Labor Grade 1 Senior Journeyman position shall occur only through the job
bid and request for transfer provisions.

LABOR GRADE 2
First Step Second Step Top Step
1st year $26.01 $27.80 $29.99
2nd year $26.60 $28.43 $30.66
3rd year $27.20 $29.07 $31.35
4th year $27.81 $29.72 . $32.06

Classifications: Technician, Equipment Mechanic, Lineman, Right-of~Way Maintenance “A” a)

a) Labor Grade 2 applies to all employees who enter the Right-of-Way Maintenance “A”
classification on or after October 15, 2008.
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LLABOR GRADE 3

First Step Second Step Top Step
1st year $26.01 $26.91 $27.80
2nd year $26.60 $27.52 $28.43
3rd year $27.20 $28.14 $29.07
4th year $27.81 $28.77 $29.72

Classifications: Storekeeper, Right-of-Way Maintenance "B"

LABOR GRADE 4
First Step Second Step Top Step
1st year $22.77 $23.54 $24.31
2nd year $23.28 $24.07 $24.86
3rd year $23.80 $24.61 $25.42
4th year $24.34 $25.16 $25.99

Classifications: Assistant Storekeeper, Groundman, Utility

LABOR GRADE 5§
First Step Second Step
Ist year $19.79 $21.24
2nd year $20.24 $21.72
3rd year $20.70 $22.21
4th year $21.17 $22.71

Classification: Laborer

APPRENTICE LINEMAN - EIGHT PERIODS

Period % of Top Step Minimum
Lineman Rate Cumulative Hours
1st Period 55% 0-1000
2nd Period 60% 1000-2000
3rd Period 65% 2000-3000
4th Period 70% 3000-4000
5th Period 75% . 4000-5000
6th Period 80% 5000-6000
7th Period 85% 6000-7000
8th Period 90% 7000-8000

In addition to the minimum cumulative hours, advancement to the next consecutive period within the
apprenticeship program requires satisfactory progress/performance on the job, and satisfactory
completion of related classroom training. Upon successful completion of the apprenticeship program,
the employee shall receive 100% of the Second Step Lineman rate.
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1. The Company, at its discretion, may designate one or -more bargaining unit employees as crew
leader(s). Crew leaders shall be selected from employees at the top step in Labor Grade 1, and shall receive
pay at a rate equal to 104% of that top step. In addition to the tasks performed as employees in their senior
journeyman classifications, crew leaders, in cooperation with their immediate supervisor and the Manager of
Transmission, shall be responsible for the safe and efficient management of their crews. Crew leaders shall
have no authority to discipline employees. When a crew leader is absent from work, the Company may
temporarily upgrade another Labor Grade 1 top step employee to serve as crew leader. The decision to fill a
crew leader position, the employee selected from those at the top step in Labor Grade 1, and the decision to
remove an employee from a crew leader position, will be at the Company’s discretion. An employee offered
the position of crew leader may refuse to accept. An employee designated as crew leader may choose to
resign the position.

SECTION 38. STEP RATE PRdGRESSION

1. All employees will progress to the next step rate on his classification anniversary date, until he
reaches the top rate of his Labor Grade, provided he is qualified to do the job.

SECTION 39. ESTABLISHED LINES OF PROGRESSION

1. Employees will progress through the established lines of progression set out below within the
following departments: right-of-way maintenance, equipment maintenance, substations, lines, metering,
warehousing, and communications.

Right-of-Way Maintenance Equipment Maintenance

1. Maintenance "A" (R/'W)
2. Maintenance "B" (R/W)

1. Senior Mechanic (Equipment)
2. Mechanic (Equipment)

3. Utility (R/W) 3. Utility (Equipment)
Substations Lines

1. Senior Technician (Substation) 1. Senior Lineman

2. Technician (Substation) 2. Lineman

3. Utility (Substation)
Metering

1. Senior Technician (Metering)
2. Technician (Metering)

3. Utility (Metering)

Communications

1. Senior Technician (Communications)

2. Technician (Communications)
3. Utility (Communications)

a)

3. Groundman
Warehousing
1. Storekeeper

2. Assistant Storekeeper

Laborers

a)

1. Laborer

Laborers are not in an established line of progression.

The parties agree that the ratio of senior journeyman to journeyman may not be less than 1 to |
for the first four positions in each journeyman department and such ratio may not be less than 2
to 1 for all additional senior journeyman and journeyman positions in that department. Such



ratios may be maintained by the Company provided that business conditions aliow such a ratio
to exist.

SECTION 40. APPRENTICESHIP AND TRAINING

1. The Company and the Union agree to the establishment of the classification of apprentice lineman,
The Company’s standards of apprenticeship (Apprenticeship Standards) shall be registered with the Bureau of
Apprenticeship and Training, and each apprentice linernan (hereinafter “apprentice™) shall be registered with
the Kentucky Department of Labor.

2. The Company shall be responsible for the training of apprentices.

3. The first person assigned to a job site requiring the skills of a journeyman lineman (lineman or
senior lineman) shall be a journeyman lineman (hereinafter “journeyman®).

4. The Company’s line supervisor is the person designated in the Apprenticeship Standards to
supervise the apprentice (the “immediate supervisor”) and be responsible for his training and safety. An
apprentice is to be under the supervision of the immediate supervisor or a journeyman at all times. This does
not imply that the apprentice must always be in sight of the immediate supervisor or journeyman, or that they
are required to constantly watch the apprentice. Supervision will not be of a nature that prevents the
development of responsibility and initiative. Work may be laid out by the immediate supervisor or
journeyman based on their evaluation of the apprentice’s skills and ability to perform the job tasks.
Apprentices shall be permitted to perform job tasks in order to develop job skills and trade competencies. The
immediate supervisor and journeyman are permitted to leave the immediate work area without being
accompanied by the apprentice.

5. Apprentices shall not supervise the work of others.

6. To help ensure diversity of training, apprentices shall be transferred on an equitable basis from one
journeyman to another for job training.

7. Nothing in this Section or in the Apprenticeship Standards shall preempt in any way the provisions
of this Agreement set out in Section 21.

8. Applicants for an apprentice position will not be solicited through job bids or transfers, but the
Company, when preparing to fill the position, shall provide current bargaining unit employees the opportunity
to apply prior to public advertising. To apply, the current employee must meet the qualifications provided in
the Apprenticeship Standards. Prior to placement in the apprenticeship program, the current employee shall
be given the opportunity to complete climbing school prior to the Company posting his previous job. Upon
completion of the climbing school, the employee may choose to enroll in the apprenticeship program (by
signing the apprenticeship agreement with the Company) or return to his previous job. If the employee
chooses to enroll in the program, he shall be subject to its provisions. He shall not have seniority status as an
apprentice and shall cease to hold his previous departmental seniority. Although training to become
journeyman linemen, apprentices are not in an established line of progression and do not have job bid or

transfer rights.

9. Any bargaining unit employee employed in a classification other than apprentice, who enrolls in
the apprenticeship program, shall retain his hourly rate of pay if it is more than the rate to which his credit for
previous experience or training entitles him under the program. The employee in such case would retain his
current pay rate until his progression in the apprenticeship program advances him to a higher rate.

10. The apprenticeship program may be deregistered upon the voluntary action of the Company by the
Company’s written request for cancellation to the registration agency (Bureau of Apprenticeship and



Training). Upon deregistration of the program by the Company, or by the registration agency, the Union may
voluntarily choose to rescind its agreement to the establishment of the apprentice lineman classification.

SECTION 41. RESIDENCY REQUIREMENT

1. All employees who become transmission division employees after October 22, 1991, shall have a
place of residence within a 35 mile radius of the ET&S office on Airline Road, Henderson, Kentucky, within
12 months after becoming such an employee. If the employee does not comply with this residency
requirement within 12 months, he shall be terminated. If the employee complies with the residency
requirement, and later changes his residence so that he no longer complies, his employment with the Company
shall be terminated. The Company's new-hire residency requirement shall be as it sees fit, but shall not have a
residency requirement more liberal than that set out above.

SECTION 42. STANDBY PROVISION

1. Employees assigned to be on standby for the purpose of receiving after-hours notification of
system emergencies shall be paid one hour's straight-time pay at the top step hourly rate of Labor Grade 1 for
the term of this Agreement, for each 24 hour period that the employee is on standby.

2. The departmental seniority overtime rotation list for the ET&S departments that utilize the standby
provision shall be rotated every seven calendar days. The assignment of overtime and standby work shall be
made from the senior journcyman overtime rotation list. The employee required to be on standby shall be the
bottom senior journeyman on the overtime rotation list and such assignment shail begin at the start of the first
shift on Monday and shall continue to the start of first shift the following Monday.

3. Employees assigned to be on standby shall be available for "beeper" or telephone contact at all
times during the assignment and shall be able to promptly report to the ET&S office within a time frame not to
exceed their normal commuting time. A standby assignment shall not be considered as an overtime
assignment or commitment, for such assignment is to assure that someone can be contacted in the event no
qualified employee can be contacted for the emergency work from the department's overtime lists.

4. Employees required to be on standby may trade out their assignment with another qualified senior
journeyman. If a qualified employee trade-out cannot be arranged, the employee assigned the standby must be
available for emergency calls as set out above.

SECTION 43. OUT-OF-TOWN WORK

1. Employees required to work out of town shall receive a payment equal to 1,75 times the top hourly
rate of Labor Grade 1 for the term of this Agreement, for each night that they are required to spend in lodging
away from their home. Such payment will be made to cover all of the expenses incurred by the employee
except for lodging, which will be paid by the Company. When returning to the ET&S office from out-of-town
work, if the employee is not at ET&S within three hours following the end of the scheduled work shift, the
contractual meal money provision shall be in effect. It is understood that "out-of-town" work shall be defined
as any time an employee's work assignment requires him to spend the night at a place of lodging away from
his own home; but it does not include travel away from home to attend conferences, seminars, or training
sessions.

2. When an employee is scheduled to work out of town he will be allowed a 30 minute lunch break
without pay, unless a longer period is approved by supervision. Any additional time approved by supervision
shall also be without pay. If the lunch break is extended beyond 30 minutes, the work day will be extended an
equal amount of time.
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3. When an employee is scheduled to work out of town, he shall be permitted to take his personal
vehicle, provided he is not needed to drive a company vehicle to the out-of-town location. Mileage
reimbursement will be at the Company's approved rate for no more than one round trip from the ET&S office
to the lodging site per week.

4. The Company will provide or reimburse the expense of transportation for the evening meal to
employees who are required to work out of town, not to exceed 15 miles from their overnight lodging (30
miles when in Brandenburg, Kentucky area). Transportation will not be provided for entertainment, social, or
recreational purposes.

5. An employee shall not take his personal day while working out of town except in case of personal
or family emergency.

6. When an employee is required to work out of town, his work shall commence upon leaving his
place of lodging for the job site, and shall end upon return to his place of lodging, or to the ET&S office on
the last day of out-of-town work.

7. In addition to the daily per diem for out-of-town work, employees will be paid seven dollars in lieu
of a meal for unscheduled overtime starting with the seventh hour past the employee's scheduled quitting time
and including the 11th hour, but not to exceed two per day.

8. When out-of-town work is required, it shall be offered on a volunteer basis utilizing the
departmental seniority list by classification, providing all business considerations made on behalf of safety,
qualifications, efficiency, economics, and orderly operations do not prevail. In the event there are not enough
volunteers to perform the work, the least senior qualified employee(s) in the classification(s) shall be required
to work out of town. In the event there is only one employee in a classification, the Company may use or
accept a qualified substitute to perform the out-of-town work, rather than require the one employee to work
out of town.
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SECTION 44, IN WITNESS WHEREOF

1. IN WITNESS WHEREOF, this Agreement is entered into the 15th day of October, 2012.

BIG RIVERS ELECTRIC CORPORATION

‘ by a.
o @ e lor,
President & CEO { '
M >

Vice President System Operations

/ﬂ'{;(_uv‘

Vice Presidertt Administrative Services

LOCAL UNION 1701, INTERNATIONAL
BROTHERHOOD OF ELECTRICAL WORKERS,
AFL-CIO

by

O’/WA/

Busmess,MaggeLand Financial Secpéta

C// A ek 7

virman and Chief rd

<1, WO

Executive Committee Member
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OVERTIME GUIDELINES

Distribution of overtime shall be on the basis of departmental seniority and according to a set sequence,
providing all business considerations made on behalf of safety, qualifications, efficiency, economics, and
orderly operations do not prevail.

The most senior employee in the classification involved shall have his name first on the overtime list. Such
senior employee shall remain on the overtime list for the following period:

1. Department overtime rotation by seniority will be every 28 calendar days.

2. Beginning at 12 midnight on the 2%th day, the senior employee at the top of the respective
seniority list will rotate to the bottom of the overtime list. The next senior employee will then become the first
person offered the overtime for the next applicable 28 day period. This rotation shall continue thereafter.

Providing all business considerations have been exhausted, the Company will use the following sequence
when offering overtime:

CONTINUATION OF TASK

1. Employee presently on the job.

2. Employee in the same classification on shift by the overtime seniority list.

3. Low departmental seniority employee in the classification on shift presently performing the task
will be required to work the overtime.

HOLD-OVER AND REPORT-IN

1. Qualified employee on shift-by the overtime seniority list.
2. Qualified low departmental seniority employee on shift will be required to work the overtime.

CALL-IN

1. Qualified employee by the overtime seniority list. If overtime is not filled voluntarily by the
overtime seniority list, the qualified lowest departmental seniority employee available wil) be required to work
the overtime.

2. If no one has been reached in the original classification and the overtime list has been exhausted,
the Company will move to the next classification. 1f no one can be reached, the Company wili then move to
adjacent departments.

REMEDY FOR VIOLATION OF OVERTIME GUIDELINES
The appropriate remedy for violation of the overtime guidelines shall be as follows:

1. When an unintentional violation occurs and is grieved after the overtime has been worked, the
employee(s) who files a grievance and was eligible for the overtime shall be offered make-up overtime hours
equal to the number of hours missed as a result of the violation, within 30 days of the violation. The make-up
overtime shall not be on work that would be performed on an overtime basis, and the overtime rate shall not
be less than the rate the employee would have received had the violation not occurred.

2. When an intentional violation occurs, or the Company is made aware of a violation prior to the
start of the overtime assignment and does not assign the overtime to the appropriate employee(s), the
employee(s) who files a grievance and was eligible for the overtime shall receive pay in an amount equal to
the amount the employee would have received had the employee worked the overtime.

In any case, the Company’s liability will not exceed the hours paid to the employee(s) during the disputed
overtime occurrence.

39



MEMORANDUM OF UNDERSTANDING
October 20, 1988

RE: Request For Waiver of Overtime

When offering scheduled or unscheduled overtime work, the Request For Waiver shall be in effect until the
“offer process” has been exhausted, At such time, Management reserves the right to offer and assign such
waivered employees the overtime work.

When scheduled overtime work is being assigned, the Request For Waiver will not be in effect. When
Request For Waiver employees are assigned overtime work, such assignments will be in reverse seniority
order.

I. REQUEST FOR WAIVER

1 hereby request to waive my rights to overtime work, scheduled or unscheduled, starting with my next
scheduled workweek which begins on (date)

This authorization shall remain in effect until I submit a written revocation.

Employee Date

Approved by Date

Management reserves the right to require such employees to work, by reverse seniority, if a qualified
employee who has not waived his overtime rights cannot be contacted.

II. CANCELLATION OF WAIVER

1 hereby request to have my name reinstated to the rotating overtime list starting with my next scheduled
workweek, which begins on (date)

Employee Date

Approved by Date
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LETTER OF INTENT

RE: Calculation of the 16 hours worked and 12 hour rest period set out in the labor agreement.

When calculating whether 16 hours has been worked in a 24 hour period or when applying the 12 hour rest
period provision, the following rules apply:

a) In the event an employee works 16 hours in a 24 hour period, the 12 hour rest period hours shall

not be included in a subsequent 16 hours worked calculation.

b) There is no pay due an employee who has been excused from and does not work the scheduled

c)

hours outside his 12 hour rest period. In respect to such non-premium hours, the employee may be
excused from such hours of work without pay, provided Management approves the employee’s
request to go home and rest, rather than work. Or, if there is a concern by the Company because of
the long hours worked for the safety of the employee and/or for his fellow workers, the Company
may direct the employee to go home to rest, without pay, during the non-premium hours of the
scheduled shift. If the employee is directed to go home, as set out herein, during scheduled
overtime hours the appropriate contractual overtime cancellation notice must be applied.

Time taken for meals outside of the employee’s scheduled shift is restricted to “ample time only.”
Time taken for such non-scheduled meal breaks is included in the 16 hours worked calculation.
The parties agree that “ample time only” is the necessary time for an employee to eat, but at no
time shall the meal break exceed 20 minutes.
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MEMORANDUM OF UNDERSTANDING
October 15, 2002

RE: Holiday Week Work Schedule

It is the intent of the Company to work the four 10-hour day schedule year-round. It is understood and agreed
by the Company and the Union that the Company will not assign employees on a four 10-hour day schedule to
work a five 8-hour day schedule during a week containing a paid holiday when observance of the holiday is
the only reason for such a change in the work schedule. The Company and the Union recognize that this
memorandum of understanding does not modify or abridge the Company’s right to make changes in work
schedules as it deems best for the purpose of maintaining effective operation of the business.
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SECTION 1. AGREEMENT

1. This Agreement is entered into the 15th day of September 2012, by and between the generation
division of BIG RIVERS ELECTRIC CORPORATION, located in Henderson, Kentucky, hereinafter referred
to as the Company, and LOCAL UNION 1701 of the INTERNATIONAL BROTHERHOOD OF
ELECTRICAL WORKERS, AFL-CIO, hereinafter referred to as the Union, who hereby agree as follows:

SECTION 2. DURATION AND TERMINATION

1. This Agreement shall commence September 15, 2012 and shall continue in fuil force and effect
until 11:59 p.m., September 14, 2015, when it shall terminate. If any party desires to renew this Agreement,
they shall give the other party written notice to that effect not less than 60 days nor more than 90 days prior to
September 14, 20135, except by written consent of the parties.

SECTION 3. AGREEMENT IN FULL

1. This Agreement expresses the entire agreement of the parties, and the Company and the Union, for
the life of this Agreement, each voluntarily and unqualifiedly waives the right, and each agrees that the other
shall not be obligated to bargain collectively with respect to any subject matter referred to or covered in this
Agreement, or with respect to any subject matter not specifically referred to or covered in this Agreement.
Both parties agree to meet (upon request of cither party) quarterly for clarification of Agreement language (not
grievances), if necessary.

SECTION 4. NONDISCRIMINATION

1. Neither the Company nor the Union will discriminate against any employee because of race, color,
sex, religion, age, national origin, handicap or veteran. Wherever the male gender pronoun is used, or
wherever a job classification is described with a male term in this Agreement, it is understood it shall apply to
either male or female.

SECTION 5. WITNESSETH RECOGNITION CLAUSE

1. The Company recognizes the Union as the exclusive representative for the purpose of collective
bargaining with respect to wages, hours of employment and all other conditions of employment of all
operation and maintenance employees of the Company employed throughout its generation system in
Kentucky, including control room operators, scrubber operators, solid waste operators, auxiliary operators,
utilities, lab technicians, storekeepers, assistant storekeepers, fuels equipment mechanics, fuels equipment
operators, senior journeymen, journeymen, and laborers; BUT EXCLUDING, all office clerical and building
attendants, all temporary employees hired for up to but not more than 60 working days during the life of this
Agreement for laborer duties only, all professional, administrative and management employees, guards and
supervisors as defined in the Act, as set out in the Certification of Representative being NLRB Case No. 25-
RC-5955 duly certifying the Union in the bargaining unit set out above. The Union's Business Manager will
be informed of all bargaining unit and temporary employees hired as described above, Any laid off employee
will be recalled prior to hiring temporary employees.

SECTION 6. PUBLIC OBLIGATION (NO STRIKE-NO LOCKOUT)

1. It is expressly understood and agreed that the services to be performed by the employees pertain to
and are essential to the operation of a public utility and the welfare of the public is dependent thereon



requiring continuous operation, and it is agreed, in recognition of such obligation of continuous service that,
during the term of this Agreement, there shall be no collective cessation of work by members of the Union and
neither the Unijon, nor its members, agents, representatives, or employees of the Company or any individual
employees, shall incite, encourage, condone, support, or participate in any strike, slowdown, work stoppage,
picketing, sympathy strike, refusal to cross a picket line, or other curtailment or interference interrupting the
Company's production, deliveries, or operations, in any manner whatsoever during the life of this Agreement
for any cause whatsoever, or take any action which results in the prohibited conduct, even in sympathy with
disputes involving different proups of employees and this same labor organization, or other labor
organizations, groups of employees, or individual employees. In the event of such strike, sympathy strike,
slowdown, work stoppage, picketing, refusal to cross picket line, or other curtailment or interference with the
Company's production, deliveries, or operations, or a threat thereof, the Union and its officers and agents will
do everything within their power to immediately end or avoid the conduct prohibited in this Paragraph.

2. Further, in consideration of this Agreement, the Company shall not lock out its employees during
the term of this Agreement.

SECTION 7. INTENT, PURPOSE AND SCOPE OF AGREEMENT

1. It is the intent and general purpose of this Agreement to promote the mutual interest of the
Company and its employees. The Union recognizes that the Company is a public service corporation engaged
in furnishing electricity and is subject to regulation by utility regulatory bodies, and is required to furnish
adequate and continuous service. This Agreement is to provide for the operation of the Company's business
under methods which will further, to the fullest extent possible, the safety of the employees, economy and
efficiency of operation, elimination of waste, realization of maximum quantity and quality of output,
cleanliness, and protection of property.

2. The parties hereto recognize that continuous service of the Company is of vital importance to its
customers in the area served, and that any interruption of such service directly affects individuals in their
everyday lives and disrupts the orderly conduct of the business in the area served and the parties will
cooperate fully to avoid any interruption to such service.

3. Each employee covered by this Agreement shall be responsible, at all times, for having his correct
address and personal phone number recorded with the Company. All notices shall be deemed to have been
given in accordance with this Agreement if mailed to the Jast address given to the Company.

4. 1t is further understood and agreed that this Agreement together with any written appendancy
supplements or letters of understanding hereto contains all understandings oral or written between the
Company and the Union.

5. This Agreement cannot be modified or amended except in writing signed by the Company and the
Union. No individual shall have any right to modify, amend or revoke this Agreement.

SECTION 8. MANAGEMENT RIGHTS

1. The management of the business of the Company and the direction of its employees are the
exclusive responsibilities of Management, except as expressly modified by the terms of this Agreement. The
sole and exclusive rights of Management which are not abridged by this Agreement, which include but are not
limited to, its right to select and dirvect the working force; to determine, and from time to time to redetermine
the number, Jocation and types of its plants and operations and the methods, processes and materials to be
employed; to hire, promote, discipline or discharge for cause; to establish, allocate, and change work
schedules and assignments; to transfer employees from one job classification or location to another; or 1o
relieve employees from duties because of lack of work or other legitimate reasons; the right to study or



introduce new or changed production methods, machinery, tools and equipment or facilities and to determine
the quantity and quality of the materials and workmanship required; to establish, determine, maintain, and
enforce standards of production; to determine and redetermine job content; to contract with others to make
improvements, changes, or repairs to the plant, equipment, or machinery, subcontract work, whatever may be
the effect upon employment; to expand, reduce, combine or cease any job, department, operation or service; to
determine starting and quitting times and determine the number of hours and shifts to be worked; to alter,
rearrange, ot change, to extend, limit, or curtail its operations or any part thereof, or to shut down completely
or any part thercof whatever may be the effect upon employment; to make such reasonable rules and
regulations, not in conflict with this Agreement as it may from time to time deem best for the purpose of
maintaining order, safety, and the effective operation of the business and after advance notice of such rules
and regulations to require compliance therewith.

2. Management shall have all other rights and prerogatives including those exercised unilaterally in
the past, subject only to express restrictions on such rights, as are provided in this Agreement.

SECTION 9. UNION REPRESENTATION

1. The Company recognizes the right of the Union to designate, from the seniority list, union
representatives who will represent employees in the bargaining unit. The Union may designate the following
representatives:

Reid/ Station Two; Green; Coleman; and Wilson Plants: Maximum of five stewards and one chief
steward at each of the respective plants.

The authority of these representatives shall be limited to handling Union business as may be necessary in the
mvestigation and presentation of grievances and, if requested by an employee, be present at interviews that
involve or may lead to discipline. The chief steward will also perform in the capacity of the safety
representative. The chief steward will be relieved of his duties as operating conditions permit with no loss in
pay to participate in the investigation of any accident which results in an injury or any near miss accident
which could have resulted in an injury.

2. Union representatives shall be permitted to absent themselves from work with reasonable
frequency and for reasonable lengths of time to transact official union business, without pay, provided such
absences do not unreasonably interfere with production. Examples of such reasons for absences are as
follows:

Assisting Business Manager with Company related work.
Attendance at Union related schools, seminars, and conventions.

Each employee shall submit his request to his supervisor for participation in such Union business as soon as
he is aware of such event, but no later than two weeks prior to the requested absence. All requests for
absences for Union business shall be in writing. All such requests not in compliance with the notice
requirement will be given consideration at the Company's sole discretion.

3. In meetings with the Company, no employee shall be paid unless the meeting is initiated at the
Company's request. Meetings called to discuss joint Company and Union issues such as contract
interpretation, labor relations, Third Step Grievances and Retirement Commitice Meetings will be considered
as meetings for the mutual benefit of the parties and the employee is due pay only if he is scheduled to work
the hours during which the meeting is held. In no event is the employee 10 be paid overtime for such
meetings.

4, In meetings initiated by the Company such as safety meetings, First or Second Step Grievance



Meetings, disciplinary meetings, or other employer/employee relation meetings, the employee(s) will be paid
the appropriate regular or overtime rate.

5. If an employee is subpoenaed by the Company for arbitration or other legal proceeding, the
Company, at its discretion, will work with the employee to see that his presence in conjunction with his work
schedule is not an undue burden on the employee. The employee subpoenaed on his off days, at the
Company's discretion, will be given either compensatory time off (hour-for-hour) or be paid the appropriate
rate. The subpoenaed employee will be reimbursed at the appropriate rate for necessary mileage traveled.

6. Any one employee of the Company within the scope of this Agreement who is elected to an office
in the Union, or is appointed to an office in the Union requiring his absence from duty with the Company, may
be granted a leave of absence for a period not to exceed three years and 30 calendar days, and shall continue to
accumulate seniority with the Company throughout such leave of absence. An additional leave of absence
will be granted thereafter for each succeeding term of elective or appointive office. During such period of
leave of absence, such employee shall accrue no vacation or sick leave credit. During such leave of absence,
the employee may participate in the Disability Insurance Plan, the Medical and Dental Insurance Plans, the
Group Life Insurance Plan, the Savings Plan, and the Retirement Plan, as available to regular employees of the
Company, except that the total premium costs shall be paid by the Union to the Company. Premium costs, to
the extent they are based on hourly wage rate, are based upon the hourly wage rate for the most recent job
classification the employee held at the time such leave of absence began. Any such employee shall, upon
termination of such leave of absence and upon return to duty, be reinstated in his former position, including
his seniority and rights, after a reasonable training period, provided he is physically able to perform the duties
of the position. It is understood and agreed that in case of return of such an employee to duty with the
Company, other employees will consent to such displacement or layoff as is necessary to make room for him.
The Union agrees to indempify and hold the Company harmless against any and all claims, demands, suits, or
other courses of action or liability that may arise out of or by reason of action taken or not taken by the
Company for the purpose of complying with any of the provisions set out in this Paragraph.

SECTION 10. UNION MEMBERSHIP REQUIREMENT

1. All new employees covered under this Agreement joining the Company shall arrange with the
Union for membership therein after the 30th day of employment as a condition of employment. Employees
that are members of the Union shall maintain their membership.

2. Should a member become delinquent in the payment of his Union Dues, the employee is no longer
a member in good standing and the employee will be a suspended member. The Union will serve on the
employee a Final Payment Notice which will specify the deadline for payment of the dues.

3. Should the dues not be paid in accordance with the Notice, the Union will request that the
employee be terminated.

4. The Company agrees to deduct, upon receipt of a signed VOLUNTARY DUES CHECK-OFF
AUTHORIZATION FORM, Union Dues from the pay of each employee., The amount to be deducted will be
the amount specified by the Union Bylaws and such amount (including increases and decreases) shall be
certified to the Company by the Union.

5. Union Dues will be deducted from the employee's pay only after all other payrol! deductions have
been taken. If there is not sufficient pay available to deduct dues, the dues shall be deducted in a subsequent
paycheck. Should an employee be on an extended leave which prevents sufficient dues from being collected
through payroll deductions, it shail be the employee's responsibility to pay his uncollected Union Dues
directly to the Union for the extended leave period.

6. Voluntary Dues Check-Off Authorization shall automatically be renewable on each anniversary



date of the existing collective bargaining agreement between the Company and the Union. Any member may
revoke his Voluntary Dues Check-Off Authorization provided written notice is given to the Company and the
Union. Such written notice shall only be accepted during the period of May 1 and May 20 of each calendar
year and such request for revocation shall become effective the first pay period of June.

7. The Company shall forward the deducted Union Dues by check, accompanied by a report listing
the employees alphabetically, to the Union no later than the last day of the calendar month following the
month. in which they are deducted, except for the following months of:

a) August, which is due by September 15,
b) November, which is due by December 15,
¢) February, which is due by March 15, and
d) May, which is due by fune 15,

8. An employee who does not authorize Union Dues deductions shall be responsible for payment of
his Union Dues directly to the Union.

9. Authorized dues deductions are solely for Union Dues and shall not include new member
"initiation fees" or "“fines” levied by the Union against a member. It shall be the responsibility of the new or
existing employee to contact the Union to determine and comply with such Union fees to maintain the
employee in good standing with the Union. The dues deduction shall be terminated for any employee who
terminates his employment or transfers out of the bargaining unit.

10. The Company assumes no responsibility of any kind in connection with dues deductions other than
to remit to the Union the amount deducted by the Company. The Union agrees to indemnify and hold the
Company harmless against any and all claims, demands, suits, or other courses of action or liability that may
arise out of or by reason of action taken or not taken by the Company for the purposes of complying with any
of the provisions set out in this Section.

SECTION 11. GRIEVANCE PROCEDURE

1. Any dispute which the Union or the employees in the bargaining unit may have regarding the
Company's interpretation or application of the Agreement shall constitute a grievance and shall be processed
in the following manner.

STEP ONE: Before submitting a written grievance, the employee shall first orally discuss the
problem with his supervisor. In the event the grievance is not settled by his immediate
supervisor, the employee shall reduce the grievance to writing, signed by the
aggrieved employee and stating the provision(s) in this Agreement that the employee
claims has been violated and, within seven days from the occurrence of the event
giving rise to the grievance, submit it to his immediate supervisor. The employee may
seek assistance in the preparation of his grievance from his steward on their own time,
including their lunch and break time. The supervisor within seven days shall give his
answer.

STEP TWO: If the grievance is not resolved in Step One, the chief steward within seven days may
submit the grievance to the respective Manager or his designee, who shall answer the

grievance in seven days.

STEP THREE: If the grievance is not resolved in Step Two, the chief steward, within seven days shall



submit the written grievance to a panel of Union and Company representatives for
settlement. Union and Company representatives consisting of the Union's Business
Manager, Chief Steward, the Company's Human Resources Representative, respective
Plant Manager, and Vice President if necessary, will meet quarterly at the respective
plant or another mutually agreeable location to discuss Third Step Grievances. If no
settlement is agreed upon by the panel within 30 days of submission to Step Three, the
grievance may be submitted to arbitration. An International Representative of the
IBEW may be present at this step to assist the Union.

2. Any grievance upon which an answer is not made by the Company within the time limits
prescribed, or any extension which may have been agreed to, may be referred to the next step in the grievance
procedure, the time limit to run from the date when time for the answer expired. Any grievance not carried to
the next step by the Union within the prescribed time limits, or such extension which may have been agreed to
by the Company, shall be automatically settled upon the basis of the Company's last decision. The above time
limits may be extended by mutual agreement between the parties.

3. A grievance involving discharge will commence at Step Three of the grievance procedure. A
grievance from a discharged employee will be submitted to the Company Human Resources Department
located at 201 Third Street, Henderson, Kentucky 42420.

4. All grievances must be presented in writing within seven days afier the occurrence of the event
giving rise to the grievance; otherwise, it shall not be entitled to consideration.

5. In computing any period of time in the Grievance and Arbitration Procedure, all Saturdays,
Sundays and recognized holidays shall be excluded.

SECTION 12. ARBITRATION

1. The Union may request arbitration of a grievance unsettled at the last step of the grievance
procedure and submit the grievance to a final and binding arbitration by serving a written demand for
arbitration upon the Company within fifteen (15) days from the date of the last meeting in Step Three of the
grievance procedure. If the parties are unable to select an arbitrator by mutual agreement, the Union shall
initiate the Joint Request for Arbitration Panel form as required by the Federal Mediation and Conciliation
Service.

2. The Federal Mediation and Conciliation Service will submit a list or lists of seven (7) arbitrators.
The Union shall strike from the list one (1) name, the Company shall strike one (1) of the remaining six (6)
names, the Union the fifth name, the Company the fourth name, and so on until the last remaining name shall
be the Arbitrator.

3. The fee and expenses of the Arbitrator shall be borne by the party that is the loser in the arbitration
award. In an event that the award declared by the Arbitrator is determined to be a split decision, the fees and
expenses of the Arbitrator shall be shared equally by the Company and the Union. Each party shall assume
any expenses in presenting its own case.

4. The Arbitrator shall have no power to add to, subtract from or modify any of the terms of this
Agreement or any Agreement made supplementary hereto, nor to rule on any matter arbitrable under this
Agreement except while this Agreement is in full force and effect between the parties.

5. Claims against the Company will not be accepted for consideration, which cover a period of more
than thirty (30) days prior to the date the grievance was first filed in writing. In such cases, retroactive claims
and awards therefore shall be limited to a period of thirty (30) days prior to the date the claim was first filed in
writing.



6. No more than one (1) grievance may be submitted to or be under review by any one arbitrator at
any time unless by prior mutual written agreement of the parties.

SECTION 13. PROBATIONARY EMPLOYEES

1. All employees, from their last date of hire, will be on probation for the first 180 calendar days of
their regular full-time employment during which time they will be termed probationary employees.

2. When a non-bargaining unit employee transfers to a job within the bargaining unit he must, as a
condition of continued employment, satisfactorily complete his full probationary period as defined within this
Section. In addition he shall be entitled to the following:

a) To use his accumulated continuous Company seniority to satisfy the eligibility requirements for
all benefit programs provided by this Agreement.

b) To use his accumulated continuous Company seniority for accrual of vacation and retirement
benefits. Such an employee shall be assigned a new bargaining unit seniority date effective the
first day of transfer to the bargaining unit and this date shall be the basis within the bargaining
unit for job bidding, vacation preference, and layoff determination.

3. Probationary employees' service with the Company may be terminated at any time by the
Company in its sole discretion, without recourse to a grievance and arbitration procedure.

4. Probationary employees are entitled to medical insurance, dental insurance, life insurance, workers'
compensation and military duty leave on the first day of full-time employment as expressed under the specific
provisions of this Agreement and the plan documents.

5. Probationary employees accrue vacation and sick days, but they are not entitled to such benefits
until the probation period is successfully completed as set forth above, and entitlement to such benefits are
further governed by the specific provisions of the Vacation and Sick Leave Pay sections of this Agreement.

6. Probationary employees become eligible for long term disability coverage when they satisfactorily
complete the following:

a) Three consecutive months of regular full-time employment without a continuous absence as
defined within this Section.

b) Must be at work on the final day of the three months eligibility period, or the coverage will not
start until the employee returns to regular full-time work.

¢) Three months of continuous disability resulting from a medically approved physical or mental
condition.

Entitlement to long term disability coverage is farther governed as expressed under the specific provisions of
this Agreement and the plan document.

7. A probationary employee does not have job bid rights. However, he may submit a Request for
Transfer. Probationary employees are not entitled to compensation for funeral leave, jury duty, educational
benefits or holidays until the probationary period is successfully completed as set forth above. However,
probationary employees will receive pay at the rate of time and one-half their regular straight-time rate for all
hours worked on a day observed as a holiday by the terms of this Agreement. The overtime pay provisions
that apply to a seniority employee shall also apply to a probationary employee.



8. Once an employee has successfully completed his full probation period as set forth above, he
becomes a seniority employee.

SECTION 14. SENJIORITY

1. Seniority is defined as an employee's length of continunous regular full-time service from his last
date of hire, except that a new employee shall be on probation for the first 180 calendar days of his
employment as set forth in the Probationary Employees section of this Agreement.

2. The term seniority as used in this Agreement will be construed to mean departmental seniority,
Company seniority or bargaining unit seniority. The definition of each is as follows:

a) Departmental seniority shall be measured from the date an employee is assigned to a job
classification within an established line of progression. An employee shall not have seniority
in more than one department at any one time. In determining seniority the parties agree that
seniority by department shall govern unless otherwise specifically expressed.

b) Company senijority is measured from the date an employee is last hired for a continuous regular
full-time employment with the Company.

¢) Bargaining unit seniority is measured in the same manner as Company seniority, except that
employees who transfer from a non-bargaining unit position to a bargaining unit position afier
April 22, 1984, will not transfer their years of service earned as a Company non-bargaining unit
employee.
3. When an employee is permanently transferred from one department to another, he shall retain his
departmental senijority in his original department for a period of 120 calendar days after the effective date of
transfer. Thereafter, he shall cease to hold seniority in his previous department. During the 120 day period he
shall not have seniority status in the new department, and at the end of this period the 120 days shall be
credited to him in his new department. An employee does not have bid rights during this 120 day period.

4. An employee's seniority shall terminate if:

a) The employee quits.

b) The employee is discharged.

¢) The employee fails to return to work or to supply a satisfactory reason for not doing so within
the time limits prescribed in the LayofY, Displacement, and Recall section, which shall result in
termination of employment.

d) The employee is absent from work for three consecutive working days without notification to
the Company. Howevet, it is the employee's responsibility to notify the Company on each day
of any absence, unless an absence in excess of one day is authorized by the Company.

¢) The employee overstays a leave of absence or a vacation without authorization.

f) The employee gives a false reason for leave of absence or engages in other employment during
such leave.

g) A settlement with the employee has been made for total disability.

h) The employee is retired.



i) An employee with less than five years of bargaining unit senjority is laid off for a continuous
period of one year or an employee with five or more years of bargaining unit seniority is laid
off for a continuous peried of two years. Any employee with less than one year of bargaining
unit seniority will be protected only by the actual amount of hargaining unit seniority accrued
at the time of layoff. The employee's seniority shall continue to accrue during these layoff
protection periods.

5. Employees who are transferred in or out of the bargaining upit shall accrue and maintain their
seniority as of their original starting date. Any employee transferred back into the bargaining unit shall
exercise his departmental seniority, but in no event will he bump back into a higher classification than he
previously held. If an emplayee is transferred out of the bargaining unit for a period in excess of one year, he
shall forfeit all previous departmental and bargaining unit seniority.

6. Seniority lists will be posted in January of each year and a copy will be forwarded to each chief
steward and to the Union's Business Manager. Chief stewards may request an additional seniority list twice a
year from the Human Resources Department.

SECTION 15. LAYOFF, DISPLACEMENT, AND RECALL

1. In the event it becomes necessary to decrease the number of employees in a classification within a
department, such displacement and layoff shall be in accordance with the employee's departmental seniority.
The least senior employee within the classification affected shall be displaced first. Any employee faced with
displacement or layoff shall have the opportunity to select from the following options:

a) Exercise his departmental seniority to displace the least senior employee in the same
classification or in the next lower classification in the same line of progression departmental
wide, as outlined in Section 39.

b) Voluntarily remain in his current work facility and exercise his departmental seniority to
displace the least senior employee in the next lower classification in the same line of
progression, as outlined in Section 39,

¢) If completely displaced out of his department, exercise his bargaining unit seniority to displace
the least senior laborer in his current work facility. If he is unable to displace a laborer at his
work facility, he shall select one of the following options:

1) Exercise his bargaining unit seniority to displace the least senior laborer in any of the other
work facilities.

2) Request a "voluntary layoff” rather than bump to a laborer position at a different work
facility. A “voluntary layoff” is a request and is only avaijlable if the Company is actually
laying off an employee(s). The number of “voluntary layoffs” available is limited to the
actual number of employees the Company intends to layoff.

2. The selection of the above options must be made in advance and shall be binding throughout the
displacement or layoff period. Employees in the department(s) affected shall be given a 14 calendar day
notice of the Company's plans to reduce the workforce. Such notice to the depariment(s) shall serve as the
official notice to the classification(s) initially affected by the workforce reduction. The Company shall
distribute at the time of the departmental notice a Workforce Reduction Option Form to each employee in the
classification first impacted by the displacement or layoff. The form must be completed and returned to
supervision no later than the end of the 10th calendar day of the 14 calendar day notice period. Upon receipt
of the Workforce Reduction Option Form the Company may initiate the displacement or layoff process with
the initial employee transfer or layoff not occurring until the completion of the 14 calendar day notice.



Employees affected by subsequent displacements or layoffs must be given a Workforce Reduction Option
Form that must be completed and returned to supervision within 48 hours of receipt of the notice. Any
employee who fails to return the option form on time shall be deemed covered by options b) and ¢) 1) in
Paragraph 1 of this Section.

3. Any employee displaced as a result of the above workforce reduction may, in tum, exercise his
departmental seniority 1o secure other positions within his line of progression and to exercise his bargaining
unit senjority to secure a laborer position, in accordance with his options as selected before the workforce
reduction.

4. At the time of workforce reduction, the displaced or laid off employee cannot bump upward to
higher rated classifications.

5. An employee displaced to another work facility, or to other classifications within his line of
progression, shall be given a period of 20 working days to train and demonstrate his ability to adequately
perform the work required. This demonstration period may be extended an additional 20 working days if the
Company feels the employee is showing progress. The employee and his chief steward will be given written
notice of all extensions granted by the Company.

6. Any employee determined by the Company 1o be unable to adequately perform the work required
at the completion of the demonstration period must exercise his departmental seniority in accordance with the
options selected prior to the workforce reduction to displace the least senior employee in the next lower
classification in the same line of progression. If this removes him from his department, he must exercise his
bargaining unit seniority in accordance with the options selected prior to the workforce reduction to displace
the least senior laborer. Any employee who moves to a lower classification as a result of his unsuccessful
demonstration period will lose his recall rights to the higher classification, except at his original facility.

7. In the event a displacement or layoff becomes necessary, the Company will ensure the affected
employee of the following "notice" and “recall” rights to the classification held prior to the workforce
adjustment:

a) Give the employees affected and the Union a notice of any displacement or layoff as specified
in Paragraph 2 of this Section.

b) Displaced or laid off employees have recall rights to the classification held prior to the
workforce adjustment for the following time frames:

1) Employees who have completed their probation period but have less than one year of
bargaining unit seniority shall have recall rights extended for a period of time equal to the
employee’s bargaining unit seniority.

2) Employees who have one or more years of bargaining unit seniority but less than five years
shall have recall rights extended for a period of one year.

3) Employees who have five or more years of bargaining unit seniority shall have their recall
rights extended for a period of two years.

8. In the event an employee is laid off, his group dental, medical, and personal life insurance
coverage is paid to the end of the month of the layoff plus one more month. Thereafier, the employee may
pay the full premium of such group insurance coverage commencing with the actual date of layoff, not to
exceed the time frame set out in Paragraph 7.b) above.

9. Accrual of vacation and sick leave benefits shall cease effective with the date of layoff.
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10. When there is a restoration of the workforce, the Company subscribes to the principle of “last out,
first in.” In any case, the Company will recall displaced and laid off employees by applying in inverse order
the guidelines used to displace and layoff employees, and in accordance with the options the employee
selected. Recalled employees shall be given a demonstration period, as set forth above. Should the employee
be determined by the Company to be unable to adequately perform the work during the demonstration period,
he shall exercise his departmental or bargaining unit seniority, as set forth in Paragraph 1 of this Section.

11. A displaced or laid off employee who elected to bump departmental wide [option a) in Paragraph |
of this Section] must, without exception, return to any job within his line of progression departmental wide, up
to and including the highest job he held on a permanent basis prior to the workforce reduction, and to any
laborer classification at any work facility. Refusal will result in the employee being terminated.

12. A displaced or laid off employee who elected to remain at his work facility [option b) in Paragraph
1 of this Section] must, without exception, return to any job within his line of progression in his work facility,
up to and including the highest job he held on a permanent basis prior to the workforce reduction, and to any
laborer classification at any work facility. Refusal will result in the employee being terminated.

13. A job vacancy will not be posted until all former displaced and laid off seniority employees, who
have a recall right to the vacant job, have either accepled or rejected a recall to fill the vacancy.

14. Employees recalled from layoff shall be given notice by registered or certified mail to the
employee's last known address on file in the Human Resources Department. The laid off employee has three
days after receiving notice of recall from the Company to notify the Company of his intention to return to
work and five days to actually return. A copy of the notice will also be forwarded to the Union's Business
Manager. Failure by an employee to return to work or to supply a satisfactory reason for not doing so within
the time limits prescribed, shall result in termination of employment.

15. Each laid off employee shall keep the Human Resources Department advised of his correct mailing
address and telephone number.

16. A displaced or laid off employee may submit Job Bids in response to posted job vacancies
regardless of any previous loss of job bid rights. He may also submit Requests for Transfer under the
provisions of Paragraphs 6 and 7 of the Job Bids and Requests for Transfer section of this Agreement. Any
displaced or laid off employee, who has a successful Job Bid or Request for Transfer, waives all recall rights,
as set forth in this Section. Any employee displaced under this Section or force transferred to another work
facility under Section 18.2 will be eligible for plant to plant trades.

17. 1t shall be the responsibility of each laid off employee to keep in touch with the Company
concerning his interest in specific posted job vacancies.

18. A laid off employee may choose to waive a return-to-work call for a temporary laborer position. If
refused, no additional offers for such temporary work will be made during the duration of the layoff.

19. In the event it becomes necessary to decrease the number of employees in any of the journeyman
departments, the displacement and layoff provisions listed in this Section shall apply except for the following:

a) The senior journeyman and journeyman classifications in such affected department shall be
combined as one unit and the employee’s departmental senjority shall be the determining factor
for the order of displacement, layoff, or recall.

b) The “least senior” employee in the affected “combined unit” shall be displaced or laid off first.
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SECTION 16. CONTRACTING OUT WORK

1. The Company agrees that it will not contract out any work if the effect of such contracted work
will cause layoffs to any seniority employee.

SECTION 17. JOB BIDS AND REQUESTS FOR TRANSFER

1. If a vacancy occurs in a permanent position or if a new job is established or if the workforce is
expanded in any of the established lines of progression, and the Company decides to fill such opening, the
Company shall post the job vacancy for a period of seven calendar days. All Job Bids and Requests for
Transfer for the posted vacancy must be submitted during the seven calendar day posting period. A detailed
listing of the employee's previous education, training and experience must be listed on the Job Bid or Request
for Transfer form.

2. Employees in STEP RATE PROGRESSION have bid rights upward, downward, and laterally to
vacancies within their line of progression and bid rights to entry level vacancies in other lines of progression.
They may also submit Requests for Transfer in accordance with Paragraphs 6 and 7 of this Section.

3. An employee on sick leave shall be eligible to bid on a job posting if he provides documented
evidence that he will return to work within 10 calendar days from the expiration date of the job posting.

4. The Company will review the Job Bids in the following order:

a) The employee submitting an upward Job Bid with the most departmental seniority in the
established line of progression shall be the successful bidder if he has sufficient qualifications
to perform the job.

b) The employee submitting a lateral Job Bid with the most departmental seniority in the
established line of progression shall be the successful bidder if he has sufficient qualifications
to perform the job.

¢) The employee submitting a2 downward Job Bid with the most departmental seniority in the
established line of progression shall be the successful bidder if he has sufficient qualifications
to perform the job.

dy The laborer or the bidder from another line of progression with the most bargaining unit
seniority shall be the successful bidder if he has sufficient qualifications to perform the job.

5. The employee selected for the posted job shall be given a period of 20 working days to train and
demonstrate his ability to adequately perform the work required, and the Company may assign the employee
to all (or the Company may simulate) tasks performed by the higher classification. This demonstration period
may be extended an additional 20 working days if the Company feels the employee is showing progress. The
employee and his chief steward will be given written notice of all extensions granted by the Company.
Should the employee be determined by the Company to be unsuitable during the demonstration period, he
shall be returned to his former position without loss of departmental seniority. In turn, each employee who
had filled an opening that resulted from the disqualified employee’s Job Bid or Request for Transfer shall also
be returned to his former position without loss of departmental seniority; even if the affected employee had
completed his demonstration period. An emplaoyee may have only one successful bid in any one year.

6. In the event no one is selected from among the eligible bidders, the Company will review each
Request for Transfer submitted as a result of the posted job vacancy before hiring from other sources. The
Company will review those Requests for Transfer in the following order:



a) Those Requests for Transfer that involve promotion or lateral moves leading to promotion in
another line of progression. Employees shall have a transfer right provided they have sufficient
qualifications and the employee selected has not been the successful bidder to a job in the past
year, or has not been granted a Request for Transfer to another department in the past five
years. In the event there are multiple requests that meet at least the sufficient qualification
requirement, the Company has the right to select the most qualified employee. If two or more
of these qualified employees are equally qualified, then bargaining unit seniority shall prevail.
The employee selected for the posted job shall be given a demonstration period, as set forth
above. The employee who is allowed to transfer under the provisions of this Paragraph shall
not be eligible for job bidding for one year from the date of transfer.

b) Last in the order of consideration, in the Company's sole discretion, will be all other Requests
for Transfer, provided the employee has not been a successful bidder to a job in the past year,
or has not been granted a Request for Transfer to another department in the past five years. The
employee selected for the posted job shall be given a demonstration period, as set forth above.
The employee who is allowed to transfer under the provisions of this Paragraph shall not be
eligible for job bidding for one year from the date of transfer.

7. The Company may authorize a Request for Transfer from an employee who has a physical or
medical condition that keeps him from continuing to perform his regular duties. Such requests will be closely
scrutinized and will be acted upon based on the employee's prior work record, preservation of departmental
skills and efficiency, merits, and circumstances of each individual case. In the event of multiple requests and
all of the above factors are equal, bargaining unit seniority shall prevail. An employee who is granted such a
request will go to the top step rate of the lower classification if the employee is moved downward in his Jine of
progression. An employee who is allowed to move to another job classification in another line of progression
shall enter at the first step rate unless, in the determination of the Company, the employee's previous
experience and qualifications warrant a higher step rate. Requirements for such requests are:

a) They must be made in writing in response to a posted vacancy, accompanied by written
documentation that verifies the extent of the condition. Such placement may or may not be in
the employee's line of progression, or in the same Labor Grade; in any event, it will notbetoa
classification in a higher Labor Grade. In addition, such placement shall not be subject to the
other job bid and requests for transfer provisions of this Section, provided the employee with
the physical or medical condition has more bargaining unit seniority than the employee who
would have otherwise received the job. The employee who is allowed a transfer under the
provisions of this Paragraph shall not be eligible for job bidding for two years from the date of
transfer.

b) This provision in no way obligates the Company to create a position to accommodate such
requests,

8. An employee is not eligible for a plant to plant trade for at least one year after the date of a
successfinl Job Bid or Request for Transfer. An employee is not eligible to submit a Job Bid or a Request for
Transfer for one year from the date of a plant to plant trade.

9. Fuels Utility and Equipment Operator employees in the Fuels Department as of April 22, 1987 are
"grandfathered" for bidding into either Fuels Equipment Operations or Fuels Equipment Maintenance. Such
“grandfathered” employees are allowed one successful job bid into either of the two Fuels departments. After
a successful bid, they are no longer considered to be “grandfathered” and any future Job Bids or Requests for
Transfer shall be in accordance with the provisions as outlined in this Section, using their original Fuels
departmental seniority.
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SECTION 18. TEMPORARY AND PERMANENT TRANSFERS

1. The Company is a multi-facility company, and all employees covered by this Agreement can
expect to be placed temporarily or transferred permanently for work at any of the Company's plant facilities.
Any employee whose temporary work assignment at anether facility exceeds 720 continuous straight time
working hours shall, beginning on the 721st continuous straight time working hour, be compensated at a rate
of time and one-half, except where double time is otherwise required. A temporary transfer to another facility
shall be considered continuous unless separated by a period of 80 or more continuous straight time working
hours at the employee’s normal work facility. For the purposes of this Paragraph, the Reid/Station Two and
Green Plants are considered the same facility.

2. Any transfer to another work facility determined by the Company to be on a permanent basis will
be by departmental senjority and given in writing to the employee. The Company in this case shall first ask
for volunteers in the classification and facility involved, starting with the most senior qualified employee, and
will continue to ask until a volunteer is found. If no volunteer is found, the Company will transfer the least
senior qualified employee, in the classification and facility involved, to the other work facility.

3. The Company may temporarily transfer employees from one job classification to another. Any
employee whose temporary transfer to another classification exceeds 720 continuous straight time working
hours shall, beginning on the 721st continuous straight time working hour, be compensated at the rate of time
and one-quarter, except where time and one-half or double time is otherwise required. A temporary transfer
from one job classification to another shall be considered continuous unless separated by a period of 24 or
more continuous straight time working hours in the employee's normal work classification.

4. The Company will determine when an employee is far enough along in his training to qualify for
work in a temporary upgrade position. When an employee is temporarily upgraded and performs the tasks
normally assigned to the higher rated classification for two hours or more, he will receive the first step rate of
pay for that classification for all hours worked in the higher rated classification that shift. When an Equipment
Operator pilots the tugboat, he will receive upgrade pay for the greater of two hours or actual time worked
operating the tugboat.

5. When an employee is temporarily transferred to a lower rated classification, he will receive his
regular rate of pay during such transfer.

6. When it becomes necessary to permanently transfer employees to a lower rated classification (see
the Layoff, Displacement, and Recall section of this Agreement), the employees with the least deparimental
seniority in the affected job classification shall be transferred. In the case of such a transfer from a higher
rated classification to a lower rated classification, the employee will continue receiving the higher pay rate
until the start of the pay period which begins on or after the 35th calendar day following the effective date of
the transfer. After that, he shall be paid the top step rate of the lower classification. Any transfer determined
by the Company to be on a permanent basis will be given in writing to the employee.

7. When an employee reports to his regular work facility, and is required to report to another work
facility during the same shift, he will be paid mileage expense for travel from one facility to another provided
he travels in his personal vehicle. If an employee is given notice of a temporary assignment to another work
facility and it requires the employee to travel from his home to the temporary work facility at a distance
greater than he normally travels to work, the employee shall be reimbursed the additional mileage expense
incutred related to driving his personal vehicle. When carpooling in mileage reimbursement situations, only
the driver is eligible for mileage reimbursement. Reimbursement will be at the existing mileage rate for each
day of temporary assignment and will include road tolls.

8. There will be a maximum mileage reimbursement that is based upon the actual miles between each

work facility. The maximum mileage submitted for reimbursement by any employee shall not exceed the
following:
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a) Colemanto Wilson................ccceerooo.. 35 miles one way
b) Coleman to Reid/Green/Station Two .. ... .. .57 miles one way
¢) Reid/Green/Station Two to Wilson. . ... .. . .. 37 miles one way

9. Travel time, other than travel to and from work, shall be considered as time worked for the purpose
of computing pay when such travel is performed in connection with assigned duties and at the direction of the
appropriate Company official.

SECTION 19. HOURS, OVERTIME AND PREMIUM PAY

1. The standard workweek is a seven day period beginning at 12:01 a.m. on Sunday and ending at
11:59 p.m. the following Saturday. The work schedule showing the scheduled starting and quitting times and
the scheduled days off shall be posted in each department by the end of the first shift Thursday.

2. Time and one-half will be paid for all hours worked by an employee on his first scheduled rest day
(SDO-1), and double time will be paid for all hours worked by an employee on his second scheduled rest day
(SDO-2). An employee's SDO-1 and SDO-2 cannot be changed after the end of the first shift Thursday.

3. Employees assigned to a non-rotating Monday through Friday or Tuesday through Saturday shift
will observe Sunday as their SDO-2.

4. The normal workday for employees who work rotating shifts, that provide 24 hour around-the-
clock coverage, shall be eight consecutive hours with no intermission for lunch. Rotating shift employees will
be allowed to eat their lunch and take their breaks while on duty and as operating conditions permit. An
employee temporarily assigned from a rotating shift to a non-rotating shift for less than seven calendar days
will work an eight hour shift with lunch paid. Following the first seven calendar days of assighment on the
non-rotating shift, the employee will be classified as a non-rotating employee as set forth in Paragraph 5 of
this Section. If an employee is notified prior to the start of the temporary assignment that the assignment will
be for more than seven calendar days, the employee may be assigned to an eight and one-half hour work shift
with a one-half hour unpaid intermission for lunch commencing on the first day of the temporary assignment.

5. The normal workday for employees who work non-rotating shifts shall be eight and one-half
consecutive hours with a one-half hour intermission for lunch. Employees working non-rotating shifts will be
allowed to eat their lunch at approximately the midpoint of the shift. If an employee is required to work
through his tunch period he will be paid and he will be given ample time to eat his lunch.

6. The Company will pay, in addition to the employee's base wage rate, a shifl premium to employees
on shifts that commence as follows:

First Shift -  Between the hours 5:00 a.m. and 11:59 am. - None
Second Shift - Between the hours 12:00 noon and 7:59 p.m. - 41¢
Third Shit - Between the hours 8:00 pm. and 4:59 a.m. - 55¢

The appropriate shift premium will be paid at time and one-half for all overtime hours. Shift premium will not
be paid for any hours not worked, nor will it be used for calculating any employee benefit.

7. Employees assigned to a rotating shift will be paid a rotating shift premium of $.40 an hour for all

hours worked. This rotating shift premium will be paid at time and one-half for all overtime hours. 1t will not
be used for calculating any employee benefit. Employees temporarily assigned to rotating shifts will not
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receive this rotating shift premium unless and until the assignment exceeds 90 working days.

8. A premium of $.61 per hour will be paid for all hours worked on a Sunday by an employee for
whom Sunday is one of his five straight-time scheduled workdays for that week. This Sunday premium will
be paid at time and one-half for all overtime hours. It will not be used for calculating any employee benefit.

9. As a public service corporation, the Company must perform its obligations to its customers at all
times and in recognition of these obligations the Company shall have the right to require an employee to work
overtime. The Company will attempt to arrange such overtime to avoid undue hardship on any employee, and
the Company at its discretion will rotate overtime as equitably as possible among the qualified employees in
the plant, department, and shift involved.

10. The parties agree that the equitable rotation of overtime shall be on the basis of departmental
seniority in classification. Distribution of overtime by seniority shall commence with the qualified most
senior employee in each work facility, department, classification and shift involved. For employees working
in the mechanical, instrumentation, and electrical departments, rotation will be by seniority. For employees
working in all other departments, rotation by seniority will be every 28 calendar days. (Refer to Overtime
Guidelines for specifics.)

11. The standard workday is a 24 hour period beginning at 12:01 a.m. and ending 24 hours later. Time
and one-half will be paid for all time worked in excess of eight straight-time hours in any one standard
workday and for all time worked in excess of 40 straight-time hours in any one standard workweek.

12. An employee shall be paid the appropriate overtime rate for all hours worked outside his scheduled
work shift in the standard workday. This includes "hold-overs,” "report-ins," and "call-ins" which are defined
as follows:

a) "Hold-over" work shall be work which is a continuation of a scheduled work shift. For hold-
over work to apply, an employee shall be notified prior to the end of his scheduled shift. An
employee who is held over shall be paid only for the additional hours worked at the appropriate
overtime rate.

b) “Report-in” means that a notice is given to an employee before his scheduled shift ends to
return for work at some hour before his next scheduled shift begins. If an employee is given
notice to report in and that notice is not canceled prior to the end of his shift, he will receive no
less than two hour’s pay at the appropriate overtime rate, even if the scheduled report-in is
canceled after the end of the shift. It is not a report-in when the proper 16 hour notice is given,

¢) "Call-in" is when an employee is called in for emergency work outside his scheduled working
hours. Call-ins shall be paid as follows:

1) When an employee is called in for emergency work or is instructed to come in for
emergency work and the hours worked are not continuous with other hours worked, he
shall receive no less than four hours pay at the appropriate overtime rate. The employee
must do any emergency work assigned to him by the Company in order to be entitled to the
call-in pay. It is not a “call-in” when the proper 16 hour notice is given.

2) Anytime an employee is called to work from his home prior to the start of his shift and
works into his shift, the employee shall receive a minimum of two hours pay at the
appropriate overtime rate. If the employee is on the premises and is asked to work prior to
the start of his shift, he shall be due a minimum of one hour’s pay at the appropriate
overtime rate.

13. “Scheduled" work is work for which 16 hours or more notice is given fo the employee prior to the
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start of his shift. "Unscheduled" work is work for which less than 16 hours notice is given to the employee
prior to the start of his shift.

14. Prearranged schedule changes in the employee’s posted work schedule will be work for which 16
hours or more notice has been given. If an employee is not given proper notice, he will receive time and one-
half for the first eight bours worked on his new scheduled shift. All scheduled shifts shall be a minimum of
four hours.

15. Changes in working hours whereby schedules are extended by the addition of overtime hours
immediately preceding and/or immediately following an employee's scheduled shift will not be considered a
schedule change within the meaning of Paragraph 14 of this Section.

16. In order to cancel scheduled overtime on an SDO-1, SDO-2, or a day observed as a holiday, eight
hours notice must be given prior to the start of the employee's shift. If less than eight hours notice is given,
the employee will be given the option to work or he will be paid at the appropriate overtime rate for one-half
the overtime hours canceled, but in no event shall he receive less than four hours pay at the appropriate
overtime rate if he is not given the option to work. If an employee works a partial shift and is not given the
option to work the full scheduled shift, he shall be paid at the appropriate overtime rate for the hours actually
worked and, in addition, one-half of all hours canceled, but in no event shall he receive less than a total of four
hours pay at the appropriate overtime rate if he is not given the option to work.

17. In order to cancel scheduled overtime on a day other than an SDO-1, SDO-2, or a day observed as
a holiday, eight hours notice must be given prior to the start of the employee's shift. 1f less than eight hours
notice is given, the employee will be given the option to work or he will be paid at the appropriate overtime
rate for one-half the overtime hours canceled if he is not given the option to work.

18. When an empioyee works 16 or more hours in any rolling 24 hour period, he shall be entitled to a
12 hour rest period, commencing immediately upon his release from work and lasting 12 consecutive hours
thereafter. 1f a 12 hour rest period is not provided, the employee will receive either of the following:

a) Be paid at two times the straight-time rate of pay for all hours worked over 16 hours and for all
hours worked in the 12 hour rest period, or

b) Be given a rest period at no loss of pay for any hours scheduled in his 12 hour rest period. If
the employee’s 12 hour rest period ends and there is a portion of a scheduled shift remaining,
the employee may be given the option to waive the remainder of the affected shift without pay
and with no penalty under the Absenteeism Control Program,

19. An employee must work 16 hours in a 24 hour period in order to be entitled to a 12 hour rest
period. Pay that is received by an employee for hours not worked, such as personal day, holiday or workers'
compensation pay, or the minimum two hours pay due an employee in “report-in" situations, etc. does not
count as time worked for the purpose of satisfying the 16 hour clause.

20. Premium pay shall not be paid for schedule changes that are a result of an employee being awarded
a job bid or request for transfer.

21. Overtime and premium pay shall not be pyramided, compounded, or paid twice for the same hours
worked. All hours for which an employee receives pay shall be considered as time worked for the

computation of overtime pay.

22, 1f an employee is more than 30 minutes tardy, his supervisor may send him home for the balance
of that workday, in that event he shall not receive any pay for that day.
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SECTION 20. RESERVED

Reserved for future use.

SECTION 21. SUPERVISORS WORKING

1. It is understood and agreed that no supervisor or foreman will take the place of any employee and
perform production work except in an emergency, or for the purpose of instruction and training, or to assure
proper performance of work, to protect Company property, or to ensure safety of employees.

SECTION 22. LEAVE OF ABSENCE

1. By special written request from a seniority employee the Company in its sole discretion may grant
a Personal Leave of Absence without pay for a maximum period of thirty (30) days. Credit for Company
seniority and employee benefit accrual during the granted Personal Leave of Absence shall not exceed the
thirty (30) day maximum.

2. An employee who is unable to work because of illness or injury may be granted a sick leave
provided the employee furnishes the Company with a written statement from his physician verifying the
sickness or injury. The employee may utilize his accumulated sick leave pay during the sick leave. The
Company reserves the right to require a physical examination of the employee, at Company expense by a
Company doctor, during any time of an authorized sick leave. If the employee is physically unable to return
to his job classification or any other suitable job that he can be fitted by education, training or experience and
in accordance with his departmental seniority, the employee will be determined to be eligible for long term
disability. The qualifying period for long term disability is three months of continued disability resulting from
a medically approved physical or mental condition. During absences covered by an authorized personal or
work-related sick leave, credit toward seniority will continue as set forth in Paragraph 4.i) of Section 14.
Credit toward other employee benefit accrual will continue for a period up to the employee's accumulated
seniority not to exceed one year.

3. An employee who fails to return to work at the termination of his Personal Leave of Absence or
sick leave will be treated as a voluntary quit.

4, Upon return to work, an employee shall be reemployed at his former job or at a job in line with his
seniority, provided the employee can perform the job without training but receiving adequate instruction, and
to a job which carried a rate of pay equal to or as near that of his former job as possible, provided there is such
work available.

5. It is the Company’s intent that the medical leave provisions shall be consistent with and in full
compliance with the FMLA.

SECTION 23. SICK LEAVE PAY

I. Commencing with the date of employment, all employees on the active payroll shall accumulate
sick leave pay at the rate of eight hours at regular (straight-time) rate for each calendar month of continued
employment. Accumulated sick Jeave will be payable only when a seniority employee is absent from and
unable to work his scheduled workdays due to non-occupational sickness or injury. In no event will sick leave
be paid in excess of sick leave accrued at the time the absence occurs. During the probationary period an
employee shall not be eligible for sick leave pay.

2. Although an employee may accrue an unlimited amount of sick leave, in the case of illness or
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injury he will not be allowed to take more thap 13 weeks sick leave in any one continuous period after which
he will be eligible to apply for long term disability.

3. Personal illness shall mean an employee being unable to work due to a sickness, or accidental
personal injury not arising from participation in outside gainful occupation or unlawful activities and shall
specifically exclude injury arising out of or in the course of employment with the Company.

4. The Company reserves the right to have an employee examined by a doctor of its choice
concerning the verification or continnation of the employee's illness, injury, or surgery. If an employee is
instructed by Management that verification is needed, such verification will be at Company expense and the
physician will be designated by the Company. An employee who fails to satisfactorily verify his reason for
absence for the entire period or who refuses or fails to submit the verification as instructed, will not be paid
and will be subject to discipline.

5. Accumulated sick leave will not be paid to employees leaving for any reason, the employ of the
Company.

6. When an employee is unable to report for work due to a sickness or injury as defined above, he
must report this fact to his immediate supervisor or other plant management personnel at the earliest possible
time, but in no event later than one hour prior to the scheduled time to commence work, otherwise the
employee will receive no sick leave aflowance for the day.

7. The Company is aware that there are times when absences and extended leaves associated with
personal or work-related sickness or injury are not known in advance. However, when such absences are
known in advance, the employee should promptly notify the Company as to the time and date of a physician's
appointment, For absences of a longer period of time, the employee should promptly notify the Company as
to the beginning date and anticipated duration of the leave. The intent here is to keep the Company informed
in advance so that supervision can plan and schedule work in the most efficient manner.

8. Employees receiving sick leave pay under the provisions of this Section shall receive holiday pay
in lieu of sick leave pay in the event a holiday falls during such sick leave period. Holiday pay shall also be
paid for a holiday that falls within the waiting period referred to in Paragraph 10 of this Section.

9. For absences of four or more consecutive workdays, a satisfactory medical doctor's certificate must
be presented.

10. An employee who needs to be absent from work due to a non work-related illuess or injury may
use accumulated sick leave following an absence of three scheduled straight-time workdays, beginning with
the fourth such day. The absence due to illness or injury, including the three day waiting period, must be
continuous. A return to work not in excess of two workdays, or a paid holiday, shall not interrupt or cancel a
waiting period or the beginning or continuation of sick leave pay. A paid holiday, however, will not count as
part of the waiting period. An employee who becomes eligible to receive sick leave pay under this Paragraph
may substitute vacation pay for any or all of the hours not paid during the waiting period, provided he requests
such by the close of the normal business day that follows the day he first became eligible for the sick leave
pay. An employee with an imminently life-threatening condition requiring a regimen of treatment such that he
will routinely need time off less than four days will be subject to only one three day waiting period in a year
for the purpose of receiving that treatment.

11. An employee who reports for work on a straight-time scheduled workday, but is forced by illness
to leave work before working more than four hours, shall have that day counted as one day of the required
waiting period. An employee who is forced by illness to leave work after working four or more hours, but less
than eight, may, on the third day of the waiting period, be paid sick leave pay for the hours lost on the last day
worked.



SERIQUS ILLNESS OF EMPLOYEE'S SPOUSE OR DEPENDENT CHILD
12. Accumulated sick leave may be utilized by employees when a spouse or dependent child is:

a) Seriously ill or injured,
b) In the hospital or having out-patient surgery or treatment,
¢} Recovering at home from an illness, injury, or surgery.

13. In all absences associated with the spouse or dependent child, the employee must present a written
medical doctor's certificate satisfactorily verifying the need for the employee's presence, the nature of the
relative's illness, injury, or surgery and the starting and ending dates of the absence. An employee who fails to
satisfactorily verify his reason for absence, or who refuses or fails to submit the verification as instructed, will
not be paid and will be subject to discipline. There is no sick leave pay waiting period for an absence
associated with the spouse or dependent child.

14. The maximum utilization of accumulated sick leave for incidents of serious illness, injury, or
surgery to the employee's spouse or dependent child shall not exceed 40 scheduled straight-time hours in any
calendar year. In the event a serious illness, injury, or surgery to the employee's spouse or dependent child
requires the employee to be absent from work for more than 120 scheduled straight-time hours during a
calendar year, the employee may utilize his accumulated sick leave to cover absences beginning with the 121st
hour. A doctor's statement is required which satisfactorily verifies the need for such long term absence.

15. Each seniority employee on the active payroll as of January | of each calendar year will receive a
sick leave pay waiting period credit, during the month of January, equal to 24 hours of pay at his straight-time
rate of pay in effect as of January 1. Upon completion of his probationary period, a probationary employee
will receive a sick leave pay waiting period credit as follows:

Date Probationary Period Completed Amount of Credit
Prior to May 1 Sixteen (16) hours
Prior to September 1 Eight (8) hours
September 1 or later None

SECTION 24. WORKERS' COMPENSATION PAY

1. A regular full-time employee who is absent from work because of an industrial illness or injury
shall have his lost wages reimbursed at a rate of 75%, commencing on the fourth consecutive full working day
of the absence. Pay will be computed at the employee'’s base straight-time rate in effect at the onset of the
illness or injury, on the basis of his forty (40) hour workweek, and exclusive of shift premium or any other
premium pay.

2. The 73% reimbursement program remains effective for a maximum of thirteen (13) weeks,
provided the employee remains on a verifiable work-related disability.  Thercafter, the maximum
reimbursement due an employee off on a verifiable extended work-related illness or injury shall be a
maximum of 66 2/3% of the employee's base straight-time rate in effect at the onset of the illness or injury.
The 66 2/3% maximum benefit is paid jointly under the terms and conditions of Workers' Compensation and
the Long Term Disability Policy.

3. If an iliness or injury occurs on the job, the Company must be notified immediately and the illness
or injury must be verified by a medical doctor's certificate.
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4. If an employee is absent for eight (8) or more consecutive working days for an industrial illness or
injury, he shall be compensated as set forth above, for the first three (3) working days of the absence.

5. This benefit will continue as long as the employee remains disabled and eligible for Workers'
Compensation from the insurance carrier. Thereafter, additional benefits are payable under the terms and
conditions as set forth in the Long Term Disability Policy.

6. Successive disabilities separated by less than ten (10) consecutive working days of regular full-
time work will be considered as the same disability, unless the subsequent disability is due to a different
cause.

7. An employee shall not lose any straight-time pay for a partial day absence due to an industrial
illness or injury.

8. An employee who fails to return to work at the termination of his Workers' Compensation leave
will be treated as a voluntary quit.

9. The Company reserves the right to have an employee examined by a doctor of its choice
concerning the verification or continuation of a work-related illness or injury.

SECTION 25. PERSONAL DAY PAY

1. Each seniority employee on the active payroll shall have two personal days each calendar year.
The employee will be paid eight hours at his straight-time rate in effect on the date a personal day is taken.

2. The absence for a paid personal day shall be a non-chargeable occurrence under the Company's
Absenteeism Control Program.

3. When an employee needs to take a personal day, he should report this fact to his immediate
supervisor or other plant management personnel at the earliest possible time, but in no event later than one
hour prior to the scheduled time to commence work, otherwise the employee will receive no pay for the day
and the absence becomes a chargeable occurrence. On a first-come, first-serve basis, one employee per work
group will be permitied to take a personal day. Additional requests will be considered and may be granted
based on operational needs.

4, An unused personal day cannot be carried over to the next calendar year. For any personal day not
taken by December 31, the employee shall receive eight hours pay at his straight-time rate in effect on that
date. An employee can choose to take a cash-out of his personal day(s) before December 31.

5. Paid personal days may be taken up to and including December 31. However, a paid personal day
cannot be taken on an SDO-1, SDO-2, or a holiday. (A personal day is not a holiday.) If an employee decides
to take a personal day after November 15, he must schedule it in advance during the time period between
November 1 and November 15. The cash-out received for an unused personal day does not count toward
overtime.

6. A probationary employee is entitled to the paid personal days if he completes his probation period
prior to December 30. If he completes his probation peried on December 30, he is entitled to take or cash out
one personal day. He is not entitled to a paid personal day if he completes his probation period on December
31.
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SECTION 26. FUNERAL LEAVE

1. In the event of a death in the employee's immediate family, the employee will be granted four
consecutive calendar days off without loss of pay from the straighi-time workdays he would have worked,
provided one of the days absent is the day of the funeral.

The immediate family is defined as:

a) spouse

b) parent or stepparent (funeral leave is available to the employee for one mother and one father
during employment with the Company)

¢) spouse's parent or stepparent (the limitation as set out for the employee's parent shall also
apply)

d) employee's brother, sister, half-brother, or half-sister

¢) employee's children or the children of the spouse, provided they are stepchildren who live or
who have lived in the employee's home in a normal parent/child relationship

2. In case of a death of an employee's grandparent, grandchild, brother-in-law, sister-in-law, son-in-
law or daughter-in-law, the employee will be granted three consecutive calendar days off without loss of pay
from the straight-time workdays he would have worked, provided one of the days absent is the day of the
funeral.

3. In case of a death of a stepchild not related to the employee's current spouse, the employee will be
granted one day off without loss of pay from the straight-time workday he would have worked provided:

a) the day absent is the day of the funeral, and
b) the stepchild lives or has lived in the employee's home in a normal parent/child relationship.

4, It is an employee's option when he starts his funeral leave, provided one of the days is the day of
the funeral, and provided he gives advance notice to supervision of his days of absence.

5. An employee will receive eight hours straight-time pay for each funeral leave day that is a
scheduled straight-time workday. In addition, if he is scheduled to work on an SDO-1 or SDO-2, the
employee will be allowed off for funeral leave, without pay.

6. The funeral leave benefit in all cases is contingent upon the honest reporting of the relative that has
passed away and the employee's attendance at the funeral.

7. Only those step-relatives specifically identified above are covered by funeral leave.

SECTION 27. JURY DUTY

1. Employees serving on jury duty shall not lose straight-time pay (exclusive of shift premium) on
that account.

2. An employee scheduled to work the day shift, who is required to report for jury duty before noon,
shall, upon request and notification to his supervisor, be excused from reporting for work prior to reporting for
jury duty, and shall not be required to return to work if he has less than half of his scheduled shift remaining
when released from jury duty. An employee who has half or more of his scheduled shift remaining when
released from jury duty shall contact his supervisor to determine if he is to return to work. Where practicable,
and upon request to the employee’s supervisor, an employee scheduled for shift work will be rescheduled to
day work for the entire period he is scheduled for jury duty.
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3. An employee subpoenaed to testify and who testifies in a civil or criminal judicial proceeding not
involving the employee, his family, or any interest of the employee, will suffer no reduction in straight-time
pay for time lost in testifying, and will be paid the difference between money received for honoring the
subpoena and normal straight-time earnings, exclusive of shift premium, provided the employee provides
prompt notice of his receipt of the subpoena.

4. The Company may require for each day, in such form as it deems necessary to the conduct and
administration of this provision, evidence of the employee’s requirement to repart for jury duty or to honor a
subpoena, proof of attendance, time of reporting, time of release, and amounts received as compensation.

SECTION 28. HEALTH AND SAFETY

1. A physical examination is required before hiring and may be required during an employee's
employment at the discretion of the Company.

2. The Company will provide maintenance of proper housekeeping, safety equipment, sanitary health
and safety protection for all employees.

3. The Union and the employees agree to cooperate fully with the Company in order to promote
safety in all work locations by the observance of all safety regulations and by performing their work in a safe
and careful manner, at all times. Employees will promptly report unsafe conditions or defective equipment to
their supervisor. There will be safety meetings and copies of the meeting minutes will be forwarded to the
Union's Business Manager. The chief stewards will be the safety representatives. The chief steward and
members of the safety committee will meet with their respective Plant Manager, or his designee, once a month
for the discussion of safe work practices and conditions.

4. In case of a work-related injury, regardless of how small, the employee must notify his supervisor.
In case of a work-related injury that results in lost time from work or requires medical treatment other than
first aid, the employee must complete the Employer's First Report of Injury as required by OSHA. Copies of
the Employer's First Report of Injury will be forwarded to the Union's Business Manager.

5. The Company shall distribute to all employees a Safety Manual for their guidance and instruction
as to safe work practices. Every employee shall become familiar with the rules of the Safety Manual as they
apply to his work activities. While the rules of the Safety Manual will cover as many working situations as
possible, it should be understood that it is impossible for the manual to cover all situations. The Company
will, when it is necessary, establish additional safety rules and regulations which will be distributed to all
employees. The Company will forward fo the Union's Business Manager advance notice of any new safety
rules.

6. In conjunction with 49CFR (Code of Federal Regulations) 39141 through 391.49, the Company
will pay for all testing and licensing expenses associated with employees obtaining and retaining a DOT
(Department of Transportation) Operators License,

7. The Company will reimburse each employee up to $95.00 for safety shoes once a calendar year.
Receipt of purchase is required for reimbursement. Employees shall have the option to prospectively combine
two calendar years for a single purchase. The employee shall declare his option when the receipt is submitted.

8. The Company will furnish the uniforms to be provided in the Company’s clothing policy regarding

exposure to energized circuits. The clothing furnished by the Company under this provision is required to be
worn by the employee.
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SECTION 29. EMERGENCY RESCUE TEAM

1. All Bmergency Rescue Team (ERT) members shall meet and maintain the required physical
standards set out in the Company's Emergency Rescue Team Policy. ERT members will be expected to
respond to hazardous chemical spill and confined space emergencies where employees are in need of being
rescued.

2. The ERT shall be staffed on a volunteer basis.

"

3. The Company shall provide training for rescue team members as stated below:
a) Three days of initial training for employees joining the rescue team,

b) Eight hours of training, which includes at least one training session or drill per quarter, for each
ERT member.

¢) Any additional training required by ERT members to acquire or maintain skills sufficient to
perform emergency rescues or training required to acquaint ERT members with new equipment
will be conducted on an as needed basis, as determined by the corporate safety administrator.

4. Injuries that result from an ERT member's rescue efforts, while at work, are covered by Workers'
Compensation.

5. All volunteers for the ERT will be accepted on the basis of bargaining unit seniority. However,
employees who hold positions outside of the Company at the time they volunteer such as volunteer firemen,
policemen, emergency medical technicians, etc. will be given priority selection. The selection process for this
group will also be based on bargaining unit seniority.

6. Employees who volunteer for the ERT shall do so with the understanding that they must remain on
the ERT for a minimum of one year. It is understood by the parties that an employee who has an unknown
medical condition may volunteer and be accepted into the ERT. Upon discovery of a condition that
disqualifies an employee from being an ERT member, the employee shall be allowed to exit the ERT without
completing the one year minimum service requirement.

7. Employees interested in withdrawing from the rescue team may do so after the minimum one year
of enroliment, provided 60 calendar days written notice is submitted to the Company.

8. ERT members shall be identified by either a special hard hat or insignia.

9, Employees selected for the ERT who have passed the physical examination required to be an ERT
member shall earn additional vacation days, as set out below:

a) One vacation day will be credited to the employee's vacation account following the successfil
completion of the initial three days of rescue training. Once credited, this vacation day will be
immediately available for use. Thereafier,

b) Beginning either June 30 or December 31, depending upon. when the employee became an ERT
member, one additional vacation day will be credited to the employee's vacation account
following the completion of six * months of service.

Example: An employee who completes the rescue training on December 1, 1998, will be credited
with one vacation day. Following the completion of six months of service (June 30,
1999) as an ERT member, one additional vacation day will be credited to the
employee's vacation account. This process of crediting an employee’s vacation account
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with one vacation day will continue each June 30, and each December 31, provided the
employee remains an ERT member.

*The first time period for earning an additional vacation day typically will be longer than six
months. However, the first vacation day earned by joining the ERT offsets this additional time.

¢) Vacation days earned by being an ERT member will be credited to the employee's regular
vacation account and may be used or paid to the employee upon termination, resignation, or
retirement, according to the Vacations section of this Agreement, except that the vacation day
credited under 9.a) above upon completion of the initial three days of training will be
immediately available for use.

d) An ERT member will continue to earn service for the accrual of ERT vacation days while on
sick/workers’ compensation leave until the employee is placed on long term disability.

10. The Union or the Company may withdraw from this ERT Section in its entirety at the expiration of
this Agreement.
SECTION 30. VACATIONS

1. All employees must be continnously employed on the active payroll as full-time employees, by
January | of each current year, to receive any vacation pay. The vacation year shall be the calendar year.

2. The Company will grant paid vacations in accordance with the following schedule beginning
January 1, 2013:

Length of Continuous Hours Paid At
Service As of January 1 Straight Time
of the vacation year

a) Less than 12 ‘ 8 hours per full
months continuous month up to a

service maximum of 80 hours
b) More than one year but 80 hours

less than five years
continuous service

¢) After five years 104 hours
continuous service

d) After nine years 112 hours
continuous service

e) After 10 years 120 hours
continuous service

f) After 11 years 128 hours
continuous service

g) After 12 years 136 hours
continuous service
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h) After 13 years 144 hours
continuous service

) After 14 years 152 hours
continuous service

j) After 15 years 160 hours
continuous service

k) After 25 years 184 hours
continuous service

3. "Continuous service" in this Section is defined as time actually spent performing productive work
for the Company and does not include time away from work for any cause or reason whatever, except
approved leaves of absence or vacations.

4. Employees eligible to receive vacation benefits under this Section, who resign, retire, terminate, or
are laid off, shall receive pay in lieu of vacation benefits accumulated to the time of separation on the
following basis:

a) They shall receive pay for one-twelfth (1/12) of the applicable vacation hours earned for each
month worked during the current vacation accrual year. The vacation accrual year is the
calendar year commencing with each January 1 and ending December 31. A month's work will
be defined as any calendar month in which the employee works 120 hours.

b) In order to be entitled to any pay under this Paragraph, all persons who resign or retire must
give proper notice by submitting a "resignation notice” to his supervisor at least two weeks (14
calendar days) prior to the desired date of termination or separation. Employees wha fail to
submit proper notice will forfeit all accrued vacation entitlement.

c) In the event of the employee’s death, the benefits described in 4.a) above shall be paid to the
employee’s estate.

5. All discharged employees will receive pay for vacation accrued prior to the year of termination.

6. All vacation requests are to be turned in by February 1. The Company will post vacation schedules
by March 1. All vacation requests turned in after February 1 will be on a first-come, first-serve basis.
Vacations will be granted based on employees’ bargaining unit senjority provided the Company maintains the
proper balance of skills, experience and job knowledge.

7. An employee will ask his supervisor before his vacation commences about his work schedule
(shift, starting and quiiting times) for the first scheduled workday upon his return from vacation. If it is
necessary to change an employee's work schedule while he is on vacation, the change will be made in
accordance with the 16 hour notice provisions of the Hours, Overtime and Premium Pay section of this
Agreement.

8. Subject to the approval of the employee's supervisor, employees will be permitted to trade vacation
periods with other employees within their job classifications.

9. A maximum of 184 hours vacation ctedit may be carried from one calendar year to the next.
Vacation credit is accrued in the calendar year prior to the calendar year in which it can be used. If an
employee foregoes his vacation at the request of the Company, the Company shall in lieu thereof pay the
employee his vacation pay over and above his ordinary pay,
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SECTION 31. HOLIDAYS

I

All active, full-time regular employees with seniority shall receive eight hours pay at their straight-
time rate in effect on the day of the holiday.

2. An employee who works on a day observed as a holiday shall be compensated as follows:

2)

b)

He shall be paid for all hours worked on the holiday at a rate of time and one-half his straight-
time rate in effect on that day.

He shall receive eight hours holiday pay at his straight-time rate in effect on that day.

3. When an employee works temporarily upgraded on a day observed as a holiday, he will receive
holiday pay, as set out above, at the appropriate temporary upgrade rate.

4.

If an employee is scheduled to work on a holiday and fails to work, he will not be paid for the
holiday unless his absence is excused by the Company.

5. An employee that does not work the holiday shall receive holiday pay under the following

conditions:

a)

b)

<)

d)

&)

)

He must work or receive pay for all the hours of his scheduled shift on the last workday
preceding such holiday(s), and he must work or receive pay for all the hours of his first
scheduled shift immediately following the holiday(s).

If an employee is absent on one of the qualifying days for a reason that is non-payable under
the provisions of this Agreement, such absence will not result in the loss of holiday pay if the
reason is substantiated by the employee and accepted by the Company.

No holiday pay is due an employee who is absent on both of the qualifying days for a non-
payable reasan, unless the holiday falls within the three day waiting period for paid sick leave
eligibility as provided in Paragraph 10 of Section 23.

If an employee is tardy and the Company does not invoke Paragraph 22 of Section 19, the
employee shall receive holiday pay.

Holiday pay is not paid an employee on disciplinary suspension on both of the qualifying days.
The holiday(s) is counted as part of the suspension period.

Holiday pay is not paid an employee who is on long term disability on both of the qualifying
days.

. Holiday pay is not paid in lieu of workers’ compensation pay, however holiday pay is paid in

lieu of sick pay.

6. During this Agreement there shall be 10 paid holidays as follows:

7.

New Year's Day Veteran's Day

Good Friday Thanksgiving Day
Memorial Day Friday after Thanksgiving
Independence Day Christmas Eve

Labor Day Christmas Day

In the event a holiday occurs on any employee's scheduled day off, the preceding scheduled
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workday (if in the same pay period) will be observed as the holiday.

Example: A holiday that occurs on Saturday will be observed on the preceding Friday by
employees that are scheduled to work Monday through Friday for that pay period.

8. In the event a holiday occurs on any employee's scheduled day off at the beginning of the pay
period such that Paragraph 7 cannot be applied, the next scheduled workday will be observed as the holiday.

Example: A holiday that occurs on Sunday will be observed on Monday by employees that are
scheduled to work Monday through Friday for that pay period.

SECTION 32. HEALTH AND WELFARE

I. The details covering such matters as eligibility, coverage continuation, benefits and covered
services, deductibles, exclusions and limitations, coordination of benefits, termination of coverage, conversion
privileges, and all other terms and provisions of the plans referred to in this Section shall be as specifically
provided or set out in the plan documents.

MEDICAL INSURANCE —~ ACTIVE EMPLOYEES

2. Each employee is entitled to the group health coverage provided to, and on the same basis as, all
other regular full-time employees of the Company. The Company retains the right in its sole discretion to
modify the terms, conditions, and level of benefits under the group health coverage, afier offering to meet and
discuss such changes with the Union, so long as benefits for emiployees covered by this Agreement are the
same as provided to other full-time employees of the Company.

3. The Company and the employees will co-share the cost of the medical premiums. The employee’s
contribution to the cost of coverage will depend on the coverage hie has. The monthly employee contribution
percentage will be 10 percent of the cost, but no more than the following:

Employee Only $ 75.00
Employee and Spouse 155.00
Employee, Spouse, and Child(ren) 210.00
Employee and Child(ren) 140.00

The employee’s contribution will be made through payroll deduction on a pre-tax basis.

4, 1f an active employee with dependent coverage dies, dependent medical coverage may continue up
to the fifth anniversary of the employee’s death. Coverage will be provided for the first 12 months, with the
survivor paying the same monthly contribution as an active employee. Thereafter, coverage will be provided
on an 80/20 co-shared basis, with the survivor paying 20 percent of the monthly premium.

MEDICAL INSURANCE ~ RETIREES

5. Group medical coverage is available for employees who retire on or after age 62 with 10 or more
years of service. Coverage is also available for the retiree’s spouse and, prior to the retiree and his spouse
attaining age 65, his dependents if otherwise eligible, provided the spouse and dependent were on the
coverage as of the retiree’s retirement date. Prior to age 65, the coverage for a participant will be the active
group medical coverage. At age 65, the coverage will be Medicare supplement coverage. To be eligible for
the Medicare supplement coverage, the participant must enroll in Medicare Part B. The cost to the retiree
and/or his spouse and dependents is 100% of the applicable premium.
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6. Upon retirement, the Company will establish a Retiree Medical Account to be used for the purpose
of paying for the coverage provided by the Company under Paragraph 5 above; or to pay for medical
insurance the retiree elects to purchase from another insurer for himself and/or his spouse, after which the
participant cannot elect to resume coverage provided by the Company. The spouse can remain on the
coverage provided by the Company as long as the retiree remains on the coverage. The spouse can choose at
any time to use the Retiree Medical Account to purchase coverage from another insurer.

7. Use of the Retiree Medical Account to purchase medical coverage other than that provided by the
Company will require, in such form as the Company deems necessary, verification that such coverage is in
effect, documentation of the cost and, if participant reimbursement is to be made, proof of payment. The
Company will arrange for payment directly to the insurer when the participant has arranged with the insurer
for direct billing to the Company, provided it is administratively feasible to do so and does not create a tax
liability for the Company. The Retiree Medical Account shall not be used to purchase coverage from any plan
sponsored by an employer other than the Company.

8. For employees retiring on or after January 1, 2012, the initial amount in the Retiree Medical
Account will equal $1,250 per year of service, to a maximum of $37,500. Employees retiring on or after
September 15, 2012 shall receive service credit equal to 1/12th the amount per year for each whole month of
service completed since their last service anniversary date, provided that this partial year service credit will
not result in an initial account balance greater than $37,500. The account balance will be credited with
interest based on the 10-year Treasury rate, subject to a four percent minimum and a seven percent maximum
rate.

9. The retiree may elect to pay premiums from the Retiree Medical Account in full or in part until the
account balance reaches zero. Thereafter, the retiree who has remained on the coverage provided by the
Company may continue the coverage by paying 100% of the premium. If a retiree on the coverage provided
by the Company dies and his spouse is also on the coverage, the spouse will be eligible to continue the
coverage, or elect to purchase coverage from another insurer, using any balance in the Retiree Medical
Account to pay premiums. If the retiree and his spouse dije, any balance in the Retiree Medical Account will
be paid to the first of the following then surviving: child(ren), parent(s); or to the estate.

MEDICAL INSURANCE — DISABLED EMPLOYEES

10. If an employee becomes disabled as a result of an injury or an illness while employed by the
Company, group health coverage will be provided for him on the following basis:

a) Coverage will be provided for the first 12 months of disability, beginning with the first day of
disability (the day following the last day worked), with the employee paying the same as an
active employee.

b) After 12 months of disability, coverage will be provided on an 8§0/20 co-shared basis, with the
employee paying 20 percent of the monthly premium.

11. The Company’s active group health coverage will continue until the disabled employee becomes
eligible for Medicare as a result of his disability, at which time the Company will provide Medicare
supplement coverage. To be eligible for the Medicare supplement coverage provided by the Company, the
disabled employee must enroll in Medicare Part B. The cost to the disabled employee for the supplemental
coverage is 75 percent of the Medicare supplement premium rate.

12. The Company’s applicable health coverage for the disabled individual will continue for the
duration of the disability regardless of his employment status with the Company; provided that the health
coverage will terminate when the individual (i) reaches age 65, (ii) recovers from the disability, (iii) accepts
other employment, (iv) ceases to pay the required monthly premiums, or (v) can no longer provide proof of
disability.
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13. Ifan employee who becomes disabled has dependent coverage as of the first day of disability, the
coverage may be continued on the same basis as set out in Paragraph 10 above. Dependent medical coverage
may continue up to the fifth anniversary of the date the employee qualified for long term disability, or until the
employee’s earlier termination of employment.

OTHER INSURANCE

14. The Company shall provide employee life and AD&D insurance, with the amount of life insurance
equal to two times the employee’s annual base pay, and the amount of AD&D insurance equal to the life
insurance amount. The Company shall also provide $10,000 of life insurance on the employee’s spouse and
each dependent child, and $100,000 of business travel accident coverage on each employee. The cost of the
insurance shall be paid by the Company.

15. Each employee is also entitled to the dental insurance and vision insurance provided to, and on the
same basis as, all other regular full-time employees of the Company. The cost of dental insurance on the
employee is paid by the Company. Dependent dental coverage is optional, and the cost is co-shared by the
Company and the employee on an 80/20 basis (80% Company, 20% employee). The cost of vision insurance
on the employee is paid by the Company, up to a monthly maximum of $8.00, with an amount equal to the
employee-only coverage cost (subject to the $8.00 maximum) being applied to offset the cost for employee
and dependent coverage (i.e., employee and spouse; employee, spouse, and child; employee and child).

16. For an employee who becomes disabled, the life, AD&D, dental, and vision insurance provided for
him and/or his dependents will or may continue for one full year, beginning with the first day of disability.
Thereafier, AD&D and dependent life insurance will cease, and the employee’s life insurance will continue
only where approved (premium waived) by the carrier. Dental and/or vision coverage may continue after one
full year, up to the third anniversary of the date the employee qualified for long term disability, with the
employee paying 100% of the cost.

LONG TERM DISABILITY

17. The Company will pay the cost of long term disability insurance that provides the same level of
benefits in effect as of the commencement date of this Agreement, which is 66 2/3% of the employee’s base
pay rate, up to a maximum monthly benefit of $4,000.

18. An employee on long term disability must become eligible for Social Security disability benefits as
of the second anniversary of the date he qualified for long term disability, or be in the process of appealing a
Social Security benefit denial, if he is to continue receiving long term disability benefits on or afier that date.
If a decision on the appeal in process has not been rendered as of the two year expiration date, the long term
disability benefit will decrease by the amount the employee would otherwise be entitled to receive from Social
Security. If the employee later receives a favorable decision on the appeal, the long term disability benefit
will continue as set out in the plan document. If the employee loses his appeal, his coverage will cease and if
he is unable to return to work at that time, he shall be terminated.

SECTION 33. PENSION

1. The Bargaining Employees Retirement Savings Plan is a defined contribution pension plan
consisting of two parts: a retirement section providing for unmatched non-elective employer contributions;
and a thrift and 401(k) savings section providing for employee and matching employer contributions. The
retirement section calls for employer contributions into a retirement or base contribution account, based on
graduated percentages of base pay, depending on the employee’s age.



Age <33 33-36 37-40 41-44 4548 4952 53-56 57+

Y% 5 6 7 8 9 10 11 12

The thrift and 401(k) savings section allows employees to contribute or defer base pay on an after-tax basis
(thrift savings), a pre-tax basis (401(k) savings), or both. The matching employer contribution is 60% of the
first 6% of base pay contributed by the employee on a pre-tax basis.

2. Employees are eligible to participate in the Bargaining Employees Retirement Savings Plan, for
purposes of receiving the employer base contributions and matching contributions, on the first day of the
month coincident with or pext following completion of a 12 consecutive month period during which the
employee cams 1,000 hours of service. For purposes of making employee thrift and 401(k) savings
contributions, employees are eligible as of the first of the month coincident with or next following completion
of their first hour of service.

3. The details covering the provisions of the Bargaining Employees Retirement Savings Plan shall be
as specifically provided in the plan documents, and are subject to IRS rules and regulations.

SECTION 34. BULLETIN BOARDS

1. The Company shall provide bulletin boards to be used for the posting of Union notices of elections,
meetings, appointments, and Union recreational and social affairs. Prior to posting, all materials must be
approved by the Human Resources Department or the chief stewards may have materials approved by the
respective Plant Manager. There shall be no posting by employees of pamphlets, advertising or political
materials, notices of any kind or literature upon Company property.

SECTION 35. PLANT VISITATION

1. An accredited Union representative may visit a plant at reasonable times during working hours,
The representative will notify the Company prior to the visit and will secure permission from the respective
Plant Manager prior to the visit, and such visits will not be permitted if they interfere with the operations of
the plant, Such visits shall be limited to participation in the adjustment of a pending grievance as provided for
in the grievance procedure under this Agreement, or to make a physical inspection of the plant operations
necessary to process a pending grievance. Such visits will not be permitted if they are abused or if they
interfere with production or with employees while at work.

SECTION 36. SEPARABILITY

1. If any provision of this Agreement is invalidated by legislation or by decision of a court of
competent jurisdiction, such invalidation shall apply only to the provision or provisions expressly invalidated,
and all remaining portions of this Agreement shall remain in full force and effect. The Company and the
Union shall meet to renegotiate the invalidated provision or provisions.

SECTION 37. HOURLY WAGE RATES AND LABOR GRADE
CLASSIFICATION ASSIGNMENTS

1. All basic hourly wage rates paid by the Company to bargaining unit employees in the respective
fabor grades are listed below.



First period from September 15, 2012 through September 14, 2013
Second period from September 15, 2013 through September 14, 2014

Third period from September 15, 2014 through September 14, 2015

LABOR GRADE 1

First Step Second Step Top Step
1st period $30.62 $31.88 $33.06
2nd period $31.31 $32.60 $33.80
3rd period $32.01 $33.33 $34.356

Classifications: Control Room Operator, Senior Mechanic, Senior Instrument Technician, Senior
Electrician, Senior Machinist, Senior Equipment Mechanic, (Grandfathered) Lab Technician “A”,
Senior Equipment Operator

LABOR GRADE 2
First Step Second Step Top Step
1st period $26.20 $27.94 $30.06
2nd period $26.79 $28.57 $30.74
3rd period $27.39 $29.21 $31.43

Classifications: Mechanic, Instrument Technician, Electrician, Machinist, Equipment Mechanic a)

LABOR GRADE 3
First Step Second Step Top Step
1st period $27.43 $28.29 $29.70
2nd period $28.05 $28.93 $30.37
3rd period $28.68 $29.58 $31.05
Classifications: Lab Technician
LABOR GRADE 4
First Step Second Step Top Step
1st period $29.39
2nd period $30.05
3rd period $30.73

Classifications: Scrubber Operator
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First Step Second Step Top Step
Ist period $26.52 $27.43 $28.29
2nd period $27.12 $28.05 $28.93
3rd period $27.73 $28.68 $29.58
Classifications: Auxiliary Operator (Operations), Auxiliary Operator (Scrubber), Solid Waste Operator
(Scrubber)
LLABOR GRADE 6
First Step Second Step Top Step
1st period $26.20 $27.09 $27.94
2nd period $26.79 $27.70 $28.57
3rd period $27.39 $28.32 $29.2]

Classifications: (Grandfathered Journeyman) — (Mechanic, Instrument Technician, Electrician,
Machinist, Equipment Mechanic), Equipment Operator, Storekeeper

LABOR GRADE 7
First Step Second Step Top Step
1st period $23.35 $24.14 $24.89
2nd period £23.88 $24.68 $25.45
3rd period $24.42 $25.24 $26.02

Classifications: Utility (Operations), Utility (Scrubber)

LABOR GRADE 8
First Step Second Step Top Step
Ist period $23.04 $23.79 $24.55
2nd period $23.56 $24.33 $25.10
3rd period $24.09 $24.88 $25.66

Classifications: Utility (all departments except Operations and Scrubber), Assistant Storekeeper

LABOR GRADE 9
First Step Second Step Top Step
1st period $21.53 $22.27
2nd period $22.01 $22.77
3rd period $22.51 $23.28

Classifications: (Grandfathered) Laborer




LABOR GRADE 10

First Step Second Step Top Step
1st period $20.13 $21.53
2nd period $20.58 $22.01
3rd period $21.04 $22.51

Classifications: Laborer b)

a) Employees who transfer or job bid into a journeyman position on or after April 23, 1987, shall be
covered by this Labor Grade. Advancement to a Labor Grade 1 Senior Journeyman position shall

occur only through the job bid and request for transfer provisions.

b) This Labor Grade applies to all new Laborers and those who request for transfer to the Laborer

classification on or after April 23, 1984. -

SECTION 38. STEP RATE PROGRESSION

1. All employees will progress to the next step rate on his classification anniversary date, until he

reaches the top rate of his Labor Grade, provided he is qualified to do the job.

SECTION 39, ESTABLISHED LINES OF PROGRESSION

Employees will progress through the established lines of progression set out below:

Production, Scrubber and Solid Waste, Mechanical, Instrumentation, Electrical, Machine Shop, Fuels

Equipment Qperations, Fuels Equipment Maintenance, Lab and Warehousing Departments.

Production

1. Control Room Operator

Auxiliary Operator
Utility (Operations)

w

Mechanical

1. Senior Mechanic
2. Mechanic

3. Utility (Mechanical)

Electrical

1. Senior Electrician
2. Electrician

3. Utility (Electrical)

Fuels Equipment Maintenance
1. Senior Equipment Mechanic

. Equipment Mechanic

LI N

. Utility (Equipment Maintenance)
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Scrubber and Solid Waste a)

1. Scrubber Operator

2. Auxiliary Operator (Scrubber)
Solid Waste Operator

3. Utility (Scrubber)

Instrumentation

1. Senior Technician (Instrument)
2. Technician {Instrument)

3. Utility (Instrument)

Machine Shop

1. Senior Machinist
2. Machinist

3. Utility (Machinist)

Fuels Equipment Operations

1. Senior Equipment Operator

2. Equipment Operator

3. Utility (Equipment Operations)



a)

Warehousing Lab

1. Storekeeper 1. (Grandfathered) Lab Technician “A”
2. Assistant Storekeeper Lab Technician

Laborer b)

Laborer

The Scrubber Auxiliary and the Solid Waste Operator shall be treated as a combined classification
for the purpose of layoff, displacement, and recall (Section 15) and permanent transfer (Section
18.2). The Scrubber Auxiliary or the Solid Waste Operator shall be offered the adjacent
classification’s unscheduled overtime, referred to in Section 19.10, before offering the unscheduled
overtime to the Utility classification.

b) Laborers are not in an established line of progression.

The parties agree that the ratio of senior journeyman to journeyman may not be less than 1 to 1 for the
first four positions in each journeyman department at each work facility and such ratio may not be less
than 2 to 1 for all additional senior journeyman and journeyman positions in the department. Such
ratios may be maintained by the Company provided that business conditions allow such a ratio to exist.
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SECTION 40. IN WITNESS WHEREOF

1. IN WITNESS WHEREOF, this Agreement is entered into the 15th day of September, 2012.

BIG RIVERS ELECTRIC CORPORATION
by

President & CEO

Vice President Administrative Services

LOCAL UNION 1701, INTERNATIONAL
BROTHERHOOD OF ELECTRICAL WORKERS,
AFL-CIO
by

Larry W. Boswell
Business Manager & Financial Secretary

Tim West, Chair

Donna Haynes, Vice Chair

James Gregory

Rick Burcham

Jerrame Swift
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MECHANICAL, INSTRUMENTATION, AND ELECTRICAL
OVERTIME GUIDELINES

Distribution of overtime shall be on the basis of departmental seniority and according to a set sequence,
providing that all business considerations made on behalf of safety, qualifications, efficiency, economics, and
orderly operations do not prevail.

1. By the end of the employee’s first shift on Thursday of the previous workweek, overtime lists by
seniority in department, classification, and shift involved will be posted at each facility.

2. When scheduled overtime is available, before the work schedule is posted at the end of the first
shift on Thursday, it is Management’s responsibility to identify the most senior employee on the overtime list
and offer this employee the overtime opportunity on this work schedule. This sequence will continue down
the overtime list until someone accepts the overtime opportunity. If no one accepts the overtime opportunity,
the least senior employee will be required to work the overtime.

3. When scheduled overtime is available, after the work schedule was posted at the end of the first
shift on Thursday, it is Management’s responsibility to identify the least senior employee on the overtime list
and offer that employee the overtime opportunity. The employee offered the overtime assignment will work
the overtime unless he arranges for a substitute acceptable to the Company. It is the employee’s responsibility
to use the set overtime list to find the replacement,

4. When unscheduled overtime is available, it is Management’s responsibility to offer the least senior
employee the overtime assignment. The employee offered the overtime assignment will work the overtime
unless he arranges for a substitute acceptable to the Company. It is the employee’s responsibility to use the
set overtime list to find the replacement.

5. Management holds no responsibility for the employee’s improper use of the set overtime list as set

out in Paragraphs 3 and 4 above.
OPERATIONS/SCRUBBER
UNSCHEDULED OVERTIME GUIDELINES

Distribution of “unscheduled overtime” shall be on the basis of departmental seniority and according to a set
sequence, providing that all business considerations made on behalf of safety, qualifications, efficiency,
economics, and orderly operations do not prevail (e.g. avoiding extra expense for SDO-1 and SDO-2
employees; employees already having worked or are scheduled to work three or more hours heyond their
regular shift not being required to work additional overtime for that day and not normally being offered such

overtime; etc.).

1. When overtime is available, Management will ensure the following sequence will be used, utilizing
the appropriate lists as follows:

a) For Hold-Over and Report-In overtime, use the list for the shift where the overtime is being
offered. The order of offering overtime by classifications is as follows:

1) The classification where the opening occurs.
2) Qualified employees in the next lower classification.
3) Qualified employees in the next higher classification.

b) For Call-In overtime, use the list for the shift following the shift where the vacancy first



occurred. The order of offering overtime by classifications is as follows:
1) The classification where the opening occurs.
2) Qualified employees in the next lower classification.

2, If the vacancy is not filled voluntarily using the steps above, the appropriate employee in the same

classification where the vacancy causing overtime first occurred will be required to work the overtime.
REMEDY FOR VIOLATION OF OVERTIME GUIDELINES
The appropriate remedy for violation of the overtime guidelines shall be as follows:

1. When an unintentional violation occurs and is grieved after the overtime has been worked, the
employee(s) who files a grievance and was eligible for the overtime shall be offered make-up overtime hours
equal to the number of hours missed as a result of the violation, within 30 days of the violation. This make-up
overtime shall not be on work that would be performed on an overtime basis, and the overtime rate shall not
be less than the rate the employee would have received, had the violation not occurred.

2. When an intentional violation occurs or the Company is made aware of a violation prior to the start
of the overtime assignment and does not assign the overtime to the appropriate employee(s), the employee(s)
who files a grievance and was eligible for the overtime shall receive pay in an amount equal to the amount the

employee would have received had the employee worked the overtime.

In any case above, the Company’s liability will not exceed the hours paid to the employee(s) during the
disputed overtime occurrence.
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12-HOUR ROTATING WORK SCHEDULE AGREEMENT

The Company and the Union mutually agree that the provisions negotiated between the parties permit the
rotating shift departments as of September 14, 2012, to continue to work 12-Hour Rotating Work Schedules.
Contained herein are the mutually agreed to deviations from the collective bargaining agreement (the
Agreement) between the parties for application to 12-Hour Rotating Work Schedules. The 12-Hour Rotating
Work Schedule mutually approved by the Company and the Union shall be a part of this 12-Hour Rotating
Work Schedule Agreement.

The 12-hour Rotating Work Schedule shall continue for the life of the Agreement or until either party gives 30
days written notice to the other that they want the 12-Hour Rotating Wark Schedule to be discontinued.

The following summarizes the mutually agreed fo deviations between the administration of work
schedules permitted under the parties’ collective bargaining agreement and the 12-Hour Rotating Work
Schedules permitted by this 12-Hour Rotating Work Schedule Agreement:

SECTION 11. GRIEVANCE PROCEDURE
1. The seven days will become 14 days.
SECTION 19. HOURS, OVERTIME AND PREMIUM PAY

1. An employee working a 12-Hour Rotating Work Schedule shall be paid the appropriate overtime
rate for all hours worked outside his scheduled work shift or in excess of 12 straight-time hours in a standard
workday. He shall be paid the appropriate overtime rate for all hours worked over 40 straight-time hours in a
standard workweek.

2. Time and one-half shall be paid for all hours worked by an employee working a 12-Hour Rotating
Work Schedule on his first full Scheduled Day Off (SDO-1) and double-time for all hours worked on his last
full Scheduled Day Off (SDO-2). Hours of scheduled work performed on Other Scheduled Days Off (OSDO)
will be paid at time and one-half, provided the 12-Hour Rotating Work Schedule employee has satisfied the
over 40 hours of straight-time worked requirement.

3. All hours for which an employee receives straight-time pay will be considered as time worked for
the purpose of meeting the over 40 straight-time hours requirement.

4, The Rotating Shift premium shall be paid for all straight-time hours worked to employees working
a 12-Hour Rotating Work Schedule. The Rotating Shift premium shall be paid at time and one-half for all
overtime hours worked.

5. No other shift premium or Sunday premium will apply to employees working a 12-Hour Rotating
Work Schedule, except as set out above.

6. The Company, where appropriate, will utilize off-duty employees by the current overtime
guidelines to cover unscheduled overtime work circumstances prior to utilizing on-shift employees. Each
week, employees may sign a daily, volunteer overtime signup list for the following workweek. Employees,
beginning with those that signed the volunteer list, on their short time off will be utilized before employees on
their long time off.

SECTION 23, SICK LEAVE PAY
1. A regular full-time employee working a 12-Hour Rotating Work Schedule will not be paid sick

leave pay for non-occupational illnesses for the first two full consecutive working days of any one continuous
absence.

39



2. An employee who reports for work on a straight-time scheduled workday but is forced by illness to
leave work before working more than six hours shall have the day counted as one day of the required waiting
period.

3. Sick leave pay shall not exceed 12 hours pay for a scheduled straight-time workday, nor be in
excess of a scheduled workweek, to exclude any overtime work on an off day.

4. Sick leave pay will be paid at the employee’s base straight-time rate.
SECTION 24. WORKERS’ COMPENSATION PAY

1. Workers” compensation pay shall be paid at a rate of 75 percent of the employee's base straight-
time pay rate in effect at the onset of the illness or injury.

2. Workers’ compensation pay shall not exceed 12 hours pay per scheduled straight-time workday,
nor be in excess of a scheduled workweek.

3. A regular full-time employee working a 12-Hour Rotating Work Schedule will pot be paid
workers® compensation pay for industrial illness or injury for the first two full consecutive working days of
any one continuous absence.

4. If an employee working a 12-Hour Rotating Work Schedule is absent for five or more consecutive
scheduled workdays, he shall be compensated at a rate of 75 percent of his base straight-time pay rate for the

first two full working days of the continuous absence.

5. The Company may assign the 12-Hour Rotating Work Schedule employee, absent on an extended
leave, to a 40 hour workweek for successive full payroll periods.

6. Successive disabilities, separated by less than six consecutive 12-Hour Rotating Work Schedule
working days of regular full-time work, will be considered the same disability unless the subsequent disability
is due to a different cause.

SECTION 25. PERSONAL DAY PAY
1. Each personal day will be paid at a rate of 12 hours at the employee’s base straight-time pay rate.
2. The paid personal day cannot be taken on any SDO or a scheduled holiday.

SECTION 26. FUNERAL LEAVE

1. An employee will receive up to 12 hours pay, paid at his base straight-time pay rate, for each
scheduled straight-time funeral leave day.

SECTION 27. JURY DUTY

1. An employee serving on jury duty will receive up to 12 hours pay, paid at his base straight-time
pay rate, for scheduled straight-time workday absences.

SECTION 29, EMERGENCY RESCUE TEAM

1. A vacation day will be 12 hours.
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SECTION 30. VACATION

1. An employee will receive up to 12 hours vacation pay, paid at his base straight-time rate, for each
scheduled straight-time workday taken as vacation; including up to 12 hours vacation pay for the fourth
scheduled straight-time workday in the scheduled 48 hour workweek.

SECTION 31. HOLIDAYS
1. An employee scheduled off on a shift observed as his holiday will receive eight hours holiday pay,

paid at his base straight-time pay rate. Such employee shall have the option to use vacation pay for the
balance of the hours of the scheduled holiday.

2. Anemployee who works on a shift observed as his holiday will receive pay at the rate of time and
one-half for all hours worked on the holiday. In addition, the employee will receive eight hours holiday pay,
paid at his base straight-time pay rate.

SECTION 33. PENSION
1. For the purpose of pension plan administration, contributions will be calculated for all hours paid

in any two week pay period, regardless of the premium payment, not to exceed 80 hours in any two week pay
period, for all regular full-time employees working a 12-Hour Rotating Work Schedule.
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MEMORANDUM OF UNDERSTANDING

RE: AUTOMATIC STEP RATE PROGRESSION EMPLOYEES
{Mechanical, Electrical, Instrumentation, Fuels Equipment Maintenance, and Machinist)

In the event an employee covered under Section 38 of the 2007 WKE Labor Agreement between WKE and
IBEW Local 1701 should ever be displaced to a utility or laborer position, upon recall to the journeyman line
of progression, the employee shall be returned to his highest position previously held. Upon loss of recall
rights, the employee shall have bid rights as all other step rate progression employees. After a successful bid
to a journeyman classification, the employee will automatically progress on his classification anniversary date
until he reaches the top step of Labor Grade 1.
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LETTER OF INTENT

RE. Calculation of the 16 hours worked and 12 hour rest period set out in the labor agreement.

When calculating whether 16 hours has been worked in a 24 hour period or when applying the 12 hour rest
period provision, the following rules apply:

a)

b)

In the event an employee works 16 hours in a 24 hour period, the 12 hour rest period hours shall
not be included in a subsequent 16 hours worked calculation.

There is no pay due an employee who has been excused from and does not work the scheduled
hours outside his 12 hour rest period. In respect to such non-premium hours, the employee may be
excused from such hours of work without pay, provided Management approves the employee’s
request to go home and rest, rather than work. Or, if there is a concern by the Company because of
the long hours worked for the safety of the employee and/or for his fellow workers, the Company
may direct the employee to go home to rest, without pay, during the non-premium hours of the
scheduled shift. If the employee is directed to go home, as set out herein, during scheduled
overtime hours the appropriate contractual overtime cancellation notice must be applied.

Time taken for meals outside of the employee’s scheduled shift is restricted to “ample time only.”
Time taken for such non-scheduled meal breaks is included in the 16 hours worked calculation.
The parties agree that “ample time only” is the necessary time for an employee to eat, but at no
time shall the meal break exceed 20 minutes.
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SECTION 1. AGREEMENT

1. This Agreement is entered into the 17th day of July 2009, by and between the generation division
of BIG RIVERS ELECTRIC CORPORATION, located in Henderson, Kentucky, hereinafter referred to as the
Company, and LOCAL UNION 1701 of the INTERNATIONAL BROTHERHOOD OF ELECTRICAL
WORKERS, AFL-CIO, hereinafter referred to as the Union, who hereby agree as follows:

SECTION 2. DURATION AND TERMINATION

1. This Agreement shall commence July 17, 2009 and shall continue in full force and effect until
11:59 p.m., September 14, 2012, when it shall terminate. 1f any party desires to renew this Agreement, they
shall give the other party written notice to that effect not less than 60 days nor more than 90 days prior to
September 14, 2012, except by written consent of the parties.

SECTION 3. AGREEMENT IN FULL

1. This Agreement expresses the entire agreement of the parties, and the Company and the Union, for
the life of this Agreement, each voluntarily and unqualifiedly waives the right, and each agrees that the other
shall not be obligaied to bargain collectively with respect to any subject matter referred to or covered in this
Agreement, or with respect to any subject matter not specifically referred to or covered in this Agreement.
Both parties agree to meet (upon request of either party) quarterly for clarification of Agreement language (not
grievances), if necessary.

SECTION 4. NONDISCRIMINATION

1. Neither the Company nor the Union will discriminate against any employee because of race, color,
sex, religion, age, national origin, handicap or veteran. Wherever the male gender pronoun is used, or
wherever a job classification is described with a male term in this Agreement, it is understood it shall apply to
either male or female.

SECTION 5. WITNESSETH RECOGNITION CLAUSE

1. The Company recognizes the Union as the exclusive representative for the purpose of collective
bargaining with respect to wages, hours of employment and all other conditions of employment of all
operation and maintenance employees of the Company employed throughout its generation system in
Kentucky, including control room operators, scrubber operators, solid waste operators, auxiliary operators,
utilities, lab technicians, storekeepers, assistant storekeepers, fuels equipment mechanics, fuels equipment
operators, senior journeymen, journeymen, and laborers; BUT EXCLUDING, all office clerical and building
attendants, all temporary employees hired for up to but not more than 60 working days during the life of this
Agreement for laborer duties only, all professional, administrative and management employees, guards and
supervisors as defined in the Act, as set out in the Certification of Representative being NLRB Case No. 25-
RC-5955 duly certifying the Union in the bargaining unit set out above. The Union's Business Manager will
be informed of all bargaining unit and temporary employees hired as described above. Any laid off employee
will be recalled prior to hiring temporary employees.

SECTION 6. PUBLIC OBLIGATION (NO STRIKE-NO LOCKOUT)

1. It is expressly understood and agreed that the services to be performed by the employees pertain to
and are essential to the operation of a public utility and the welfare of the public is dependent thereon



requiring continuous operation, and it is agreed, in recognition of such obligation of continuous service that,
during the term of this Agreement, there shall be no collective cessation of work by members of the Union and
neither the Union, nor its members, agents, representatives, or employees of the Company or any individual
employees, shall incite, encourage, condone, support, or participate in any strike, slowdown, work stoppage,
picketing, sympathy strike, refusal to cross a picket line, or other curtailment or interference interrupting the
Company's production, deliveries, or operations, in any manner whatsoever during the life of this Agreement
for any cause whatsoever, or take any action which results in the prohibited conduct, even in sympathy with
disputes involving different groups of employees and this same labor organization, or other labor
organizations, groups of employees, or individual employees. In the event of such strike, sympathy strike,
slowdown, work stoppage, picketing, refusal to cross picket line, or other curtailment or interference with the
Company's production, deliveries, or operations, or a threat thereof, the Union and its officers and agents will
do everything within their power to immediately end or avoid the conduct prohibited in this Paragraph.

2. Further, in consideration of this Agreement, the Company shall not lock out its employees during
the term of this Agreement.

SECTION 7. INTENT, PURPOSE AND SCOPE OF AGREEMENT

1. It is the intent and general purpose of this Agreement to promote the mutual interest of the
Company and its employees. The Union recognizes that the Company is a public service corporation engaged
in furnishing electricity and is subject to regulation by utility regulatory bodies, and is required to furnish
adequate and continuous service. This Agreement is to provide for the operation of the Company's business
under methods which will further, to the fullest extent possible, the safety of the employees, economy and
efficiency of operation, elimination of waste, realization of maximum quantity and quality of output,
cleanliness, and protection of property.

2. The parties hereto recognize that continuous service of the Company is of vital importance to its
customers in the area served, and that any interruption of such service directly affects individuals in their
everyday lives and disrupts the orderly conduct of the business in the area served and the parties will
cooperate fully to avoid any interruption to such service.

3. Each employee covered by this Agreement shall be responsible, at all times, for having his correct
address and personal phone number recorded with the Company. All notices shall be deemed to have been
given in accordance with this Agreement if mailed to the last address given to the Company.

4. 1t is further understood and agreed that this Agreement together with any written appendancy
supplements or letters of understanding hereto contains all understandings oral or written between the
Company and the Union.

5. This Agreement cannot be modified or amended except in writing signed by the Company and the
Union. No individual shall have any right to modify, amend or revoke this Agreement.

SECTION 8. MANAGEMENT RIGHTS

1. The management of the business of the Company and the direction of its employees are the
exclusive responsibilities of Management, except as expressly modified by the terms of this Agreement. The
sole and exclusive rights of Management which are not abridged by this Agreement, which include but are not
limited to, its right to select and direct the working force; to determine, and from time to time to redetermine
the number, location and types of its plants and operations and the methods, processes and materials to be
employed; to hire, promote, discipline or discharge for cause; to establish, allocate, and change work
schedules and assignments; to transfer employees from one job classification or location to another; or to
relieve employees from duties because of lack of work or other legitimate reasons; the right to study or



introduce new or changed production methods, machinery, tools and equipment or facilities and to determine
the quantity and quality of the materials and workmanship required; to establish, determine, maintain, and
enforce standards of production; to determine and redetermine job content; to contract with others to make
improvements, changes, or repairs to the plant, equipment, or machinery, subcontract work, whatever may be
the effect upon employment; to expand, reduce, combine-or cease any job, department, operation or service; to
determine starting and quitting times and determine the number of hours and shifts to be worked; to alter,
rearrange, or change, to extend, limit, or curtail its operations or any part thereof, or to shut down completely
or any part thereof whatever may be the effect upon employment; to inake such reasonable rules and
regulations, not in conflict with this Agreement as it may from time to time deem best for the purpose of
maintaining order, safety, and the effective operation of the business and after advance notice of such rules
and regulations to require compliance therewith.

2. Management shall have all other rights and prerogatives including those exercised unilaterally in
the past, subject only to express restrictions on such rights, as are provideéd in this Agreement.

SECTION 9. UNION REPRESENTATION

1. The Company recognizes the right of the Union to designate, from the seniority list, union
representatives who will represent employees in the bargaining unit. The Union may designate the following
representatives: .

Reid/ Station Two; Green; Coleman; and Wilson Plants: Maximum of five stewards and one chief
steward at each of the respective plants.

The authority of these representatives shall be limited to handling Union business as may be necessary in the
investigation and presentation of grievances and, if requested by an employee, be present at interviews that
involve or may lead to discipline. The chief steward will also perform in the capacity of the safety
representative. The chief steward will be relieved of his duties as operating conditions permit with no loss in
pay to participate in the investigation of any accident which results in an injury or any near miss accident
which could have resulted in an injury.

2. Union representatives shall be permitted to absent themselves from work with reasonable
frequency and for reasonable lengths of time to transact official union business, without pay, provided such
absences do not unreasonably interfere with production. Examples of such reasons for absences are as

follows:
Assisting Business Manager with Company related work.
Attendance at Union related schools, seminars, and conventions.

Each employee shall submit his request to his supervisor for participation in such Union business as soon as
he is aware of such event, but no later than two weeks prior to the requested absence. All requests for
absences for Union business shall be in writing. All such requests not in compliance with the notice
requirement will be given consideration at the Company's sole discretion.

3. In meetings with the Company, no employee shall be paid unless the meeting is initiated at the
Company's request. Meetings called to discuss joint Company and Union issues such as contract
interpretation, labor relations, Third Step Grievances and Retirement Committee Meetings will be considered
as meetings for the mutual benefit of the parties and the employee is due pay only if he is scheduled to work
the hours during which the meeting is held. In no event is the employee to be paid overtime for such

meetings.

4. In meetings initiated by the Company such as safety meetings, First or Second Step Grievance



Meetings, disciplinary meetings, or other employer/employee relation meetings, the employee(s) will be paid
the appropriate regular or overtime rate.

5. If an employee is subpoenaed by the Company for arbitration or other legal proceeding, the
Company, at its discretion, will work with the employee to see that his presence in conjunction with his work
schedule is not an undue burden on the employee. The employee subpoenaed on his off days, at the
Company's discretion, will be given either compensatory time off thour-for-hour) or be paid the appropriate
rate. The subpoenaed employee will be reimbursed at the appropriate rate for necessary mileage traveled.

6. Any one employee of the Company within the scope of this Agreement who is elected to an office
in the Union, or is appointed to an office in the Union requiring his absence from duty with the Company, may
be granted a leave of absence for a period not to exceed three years and 30 calendar days, and shall continue to
accumulate seniority with the Company throughout such leave of absence. An additional leave of absence
will be granted thereafter for each succeeding term of elective or appointive office. During such period of
leave of absence, such employee shall accrue no vacation or sick leave credit. During such leave of absence,
the employee may participate in the Disability Insurance Plan, the Medical and Dental Insurance Plans, the
Group Life Insurance Plan, the Savings Plan, and the Retirement Plan, as available to regular employees of the
Company, except that the total premium costs shall be paid by the Union to the Company. Premium costs, to
the extent they are based on hourly wage rate, are based upon the hourly wage rate for the most recent job
classification the employee held at the time such leave of absence began. Any such employee shall, upon
termination of such leave of absence and upon return to duty, be reinstated in his former position, including
his seniority and rights, after a reasonable training period, provided he is physically able to perform the duties
of the position. It is understood and agreed that in case of return of such an employee to duty with the
Company, other employees will consent to such displacement or layoff as is necessary to make room for him.
The Union agrees to indemnify and hold the Company harmless against any and all claims, demands, suits, or
other courses of action or liability that may arise out of or by reason of action taken or not taken by the
Company for the purpose of complying with any of the provisions set out in this Paragraph.

SECTION 10. UNION MEMBERSHIP REQUIREMENT

1. All new employees covered under this Agreement joining the Company shall arrange with the
Union for membership therein after the 30th day of employment as a condition of employment. Employees
that are members of the Union shall maintain their membership.

2. Should 2 member become delinquent in the payment of his Union Dues, the employee is no longer
a member in good standing and the employee will be a suspended member. The Union will serve on the
employee a Final Payment Notice which will specify the deadline for payment of the dues.

3. Should the dues not be paid in accordance with the Notice, the Union will request that the
employee be terminated.

4. The Company agrees to deduct, upon receipt of a signed VOLUNTARY DUES CHECK-OFF
AUTHORIZATION FORM, Union Dues from the pay of each employee. The amount to be deducted will be
the amount specified by the Union Bylaws and such amount (including increases and decreases) shall be
certified to the Company by the Union.

5. Union Dues will be deducted from the employee's pay only after all other payroll deductions have
been taken. If there is not sufficient pay available to deduct dues, the dues shall be deducted in a subsequent
paycheck. Should an employee be on an extended leave which prevents sufficient dues from being collected
through payroll deductions, it shall be the employee's responsibility to pay his uncollected Union Dues
directly to the Union for the extended leave period.

6. Voluntary Dues Check-Off Authorization shall automatically be renewable on each anniversary



date of the existing collective bargaining agreement between the Company and the Union. Any member may
revoke his Voluntary Dues Check-Off Authorization provided written notice is given to the Company and the
Union. Such written notice shall only be accepted during the period of May 1 and May 20 of each calendar
year and such request for revocation shall become effective the first pay period of June.

7. The Company shal} forward the deducted Union Dues by check, accompanied by a report listing
the employees alphabetically, to the Union no later than the last day of the caléndar month following the
month in which they are deducted, except for the following months oft

a) August, which is due by September 15,

b) November, which is due by December 15,
¢) February, which is due by March 15, and
d) May, which is due by June 15.

8. An employee who does not authorize Union Dues deductions shall be responsible for payment of
his Union Dues directly to the Union.

9. Authorized dues deductions are solely for Union Dues and shall not include new member
"initiation fees" or "fines" levied by the Union against a member. It shall be the responsibility of the new or
existing employee to contact the Union to determine and comply with such Union fees to maintain the
employee in good standing with the Union. The dues deduction shall be terminated for any employee who
terminates his employment or transfers out of the bargaining unit.

10. The Company assumes no responsibility of any kind in connection with dues deductions other than
to remit to the Union the amount deducted by the Company. The Union agrees to indemnify and hold the
Company harmless against any and all claims, demands, suits, or other courses of action or liability that may
arise out of or by reason of action taken or not taken by the Company for the purposes of complying with any
of the provisions set out in this Section.

"SECTION 11. GRIEVANCE PROCEDURE

1. Any dispute which the Union or the employees in the bargaining unit may have regarding the
Company's interpretation or application of the Agreement shall constitute a grievance and shall be processed

in the following manner.

STEP ONE: Before submitting a written grievance, the employee shall first orally discuss the
problem with his supervisor. In the event the grievance is not settled by his immediate
supervisor, the employee shall reduce the grievance to writing, signed by the
aggrieved employee and stating the provision(s) in this Agreement that the employee
claims has been violated and, within seven days from the occurrence of the event
giving rise to the grievance, submit it to his immediate supervisor. The employee may
seek assistance in the preparation of his grievance from his steward on their own time,
including their lunch and break time. The supervisor within seven days shall give his

answer.

STEP TWO: If the grievance is not resolved in Step One, the chief steward within seven days may
submit the grievance to the respective Manager or his designee, who shall answer the

grievance in seven days.

STEP THREE: [f the grievance is not resolved in Step Two, the chief steward, within seven days shall



submit the written grievance to a panel of Union and Company representatives for
settlement. Union and Company representatives consisting of the Union's Business
Manager, Chief Steward, the Company's Human Resources Representative, respective
Plant Manager, and Vice President if necessary, will meet quarterly at the respective
plant or another mutually agreeable Jocation to discuss Third Step Grievances. If no
settlement is agreed upon by the pane] within 30 days of submission to Step Three, the
grievance may be submitted to arbitration. An International Representative of the
IBEW may be present at this step to assist the Union.

2. Any grievance upon which an answer i5 not made by the Company within the time limits
prescribed, or any extension which may have been agreed to, may be referred to the next step in the grievance
procedure, the time limit to run from the date when time for the answer expired. Any grievance not carried to
the next step by the Union within the prescribed time limits, or such extension which may have been agreed to
by the Company, shall be automatically settled upon the basis of the Company's last decision. The above time
limits may be extended by mutual agreement between the parties.

3. A grievance involving discharge will commence at Step Three of the grievance procedure. A
grievance from a discharged employee will be submitted to the Company Human Resources Department
located at 201 Third Street, Henderson, Kentucky 42420.

4. All grievances must be presented in writing within seven days after the occurrence of the event
giving rise to the grievance; otherwise, it shall not be entitled to consideration.

5. In computing any period of time in the Grievance and Arbitration Procedure, all Saturdays,
Sundays and recognized holidays shall be excluded.

SECTION 12. ARBITRATION

1. The Union may request arbitration of a grievance unsettied at the last step of the grievance
procedure and submit the grievance to a final and binding arbitration by serving a written demand for
arbitration upon the Company within fifteen (15) days from the date of the last meeting in Step Three of the
grievance procedure. 1f the parties are unable to select an arbitrator by mutual agreement, the Union shall
initiate the Joint Request for Arbitration Panel form as required by the Federal Mediation and Conciliation
Service.

2. The Federal Mediation and Conciliation Service will submit a list or lists of seven (7) arbitrators.
The Union shall strike from the list one (1) name, the Company shall strike one (1) of the remaining six (6)
names, the Union the fifth name, the Company the fourth name, and so on until the last remaining name shall
be the Arbitrator.

3. The fee and expenses of the Arbitrator shall be borne by the party that is the loser in the arbitration
award. In an event that the award declared by the Arbitrator is determined to be a split decision, the fees and
expenses of the Arbitrator shall be shared equally by the Company and the Union. Each party shall assume
any expenses in presenting its own case.

4. The Arbitrator shall have no power to add to, subtract from or modify any of the terms of this
Agreement or any Agreement made supplementary hereto, nor to rule on any matter arbitrable under this
Agreement except while this Agreement is in full force and effect between the parties.

5. Claims against the Company will not be accepted for consideration, which cover a period of more
than thirty (30) days prior to the date the grievance was first filed in writing. In such cases, retroactive claims
and awards therefore shall be limited to a period of thirty (30) days prior to the date the claim was first filed in
writing,



6. No more than one (1) grievance may be submitted to or be under review by any one arbitrator at
any time unless by prior mutual written agreement of the parties.

SECTION 13. PROBATIONARY EMPLOYEES

1. All employees, from their last date of hire, will be on probation for the first 180 calendar days of
their regular full-time employment during which time they will be termed probationary employees.

2. When a non-bargaining unit employee transfers to a job within the bargaining unit he must, as a
condition of continued employment, satisfactorily complete his full probationary period as defined within this
Section. In addition he shall be entitled to the following:

a) To use his accumulated continuous Company seniority to satisfy the eligibility requirements for
all benefit programs provided by this Agreement.

b) To use his accumulated continuous Company seniority for accrial of vacation and retirement
benefits. Such an employee shall be assigned a new bargaining unit seniority date effective the
first day of transfer to the bargaining unit and this date shall be the basis within the bargaining
unit for job bidding, vacation preference, and layoff determination.

3. Probationary employees' service with the Company may be terminated at any time by the
Company in its sole discretion, without recourse to a grievance and arbitration procedure.

4. Probationary employees are entitled to medical insurance, dental insurance, life insurance, workers'
compensation and military duty leave on the first day of full-time employment as expressed under the specific
provisions of this Agreement and the plan documents.

5. Probationary employees accrue vacation and sick days, but they are not entitled to such benefits
until the probation period is successfully completed as set forth above, and entitlement to such benefits are
further governed by the specific provisions of the Vacation and Sick Leave Pay sections of this Agreement.

6. Probationary employees become eligible for long term disability coverage when they satisfactorily
complete the following:

a) Three consecutive months of regular full-time employment without a continuous absence as
defined within this Section.

b) Must be at work on the final day of the three months eligibility period, or the coverage will not
start until the employee returns to regular full-time work.

¢) Three months of continuous disability resulting from a medically approved physical or mental
condition.

Entitlement to long term disability coverage is further governed as expressed under the specific provisions of
this Agreement and the plan document.

7. A probationary employee does not have job bid rights. However, he may submit a Request for
Transfer. Probationary employees are not entitled to compensation for funeral leave, jury duty, educational
benefits or holidays until the probationary period is successfully completed as set forth above. However,
probationary employees will receive pay at the rate of time and one-half their regular straight-time rate for all
hours worked on a day observed as a holiday by the termns of this Agreement. The overtime pay provisions
that apply to a seniority employee shall also apply to a probationary employee.



8. Once an employee has successfully compieted his full probation period as set forth above, he
becomes a seniority employee.

SECTION 14. SENIORITY

1. Seniority is defined as an employee's length of continuous regular full-time service from his last
date of hire, except that a new employee shall be on probation for the first 180 calendar days of his
employment as set forth in the Probationary Employees section of this Agreement.

2. The term seniority as used in this Agreement will be construed to mean departmental seniority,
Company seniority or bargaining unit seniority. The definition of each is as follows:

a) Departmental seniority shall be measured from the date an employee is assigned to a job
classification within an established line of progression. An employee shall not have seniority
in more than one department at any one time. In determining seniority the parties agree that
seniority by department shall govern unless otherwise specifically expressed.

b) Company seniority is measured from the date an employee is last hired for a continuous regular
full-time employment with the Company.

¢) Bargaining unit seniority is measured in the same manner as Company seniority, except that
employees who transfer from a non-bargaining unit position to a bargaining unit position after
April 22, 1984, will not transfer their years of service earned as a Company non-bargaining unit
employee.

3. When an employee is permanently transferred from one department to another, he shall retain his
departmental seniority in his original department for a period of 120 calendar days after the effective date of
transfer. Thereafier, he shall cease to hold seniority in his previous department. During the 120 day period he
shall not have seniority status in the new department, and at the end of this period the 120 days shall be
credited to him in his new department. An employee does not have bid rights during this 120 day period.

4. An employee's seniority shall terminate if:

a) The employee quits.

b) The employee is discharged.

c) The employee fails to return to work or to supply a satisfactory reason for not doing so within
the time limits prescribed in the Layoff, Displacement, and Recall section, which shall result in
termination of employment.

d) The employee is absent from work for three consecutive working days without notification to
the Company. However, it is the employee's responsibility to notify the Company on each day
of any absence, unless an absence in excess of one day is authorized by the Company.

e) The employee overstays a leave of absence or a vacation without authorization.

f) The employee gives a false reason for leave of absence or engages in other employment during
such leave.

g) A settlement with the employee has been made for total disability.

h) The employee is retired.



i} An employee with less than five years of bargaining unit seniority is Jaid off for a continuous
period of one year or an employee with five or more years of bargaining unit seniority is laid
off for a continuous period of two years. Any employee with less than one year of bargaining
unit seniority will be protected only by the actual amount of bargaining unit seniority accrued
at the time of layoff. The employee's seniority shall continue to accrue during these layoff
protection periods.

5. Employees who are transferred in or out of the bargaining unit shall accrue and maintain their
seniority as of their original starting date. Any employee transferred back into the bargaining unit shall
exercise his departmental seniority, but in no event will he bump back into a higher classification than he
previously held. If an employee is transferred out of the bargaining unit for a period in excess of one year, he
shall forfeit all previous departmental and bargaining unit seniority.

6. Seniority lists will be posted in January of each year and a copy will be forwarded to each chief
steward and to the Union's Business Manager. Chief stewards may request an additional seniority list twice a
year from the Human Resources Department.

SECTION 15. LAYOFF, DISPLACEMENT, AND RECALL

1. In the event it becomes necessary to decrease the number of employees in a classification within a
department, such displacement and layoff shall be in accordance with the employee's departmental seniority.
The least senior employee within the classification affected shall be displaced first. Any employee faced with
displacement or layoff shall have the opportunity to select from the following options:

a) Exercise his departmental seniority to displace the least senior employee in the same
classification or in the next lower classification in the same line of progression departmental
wide, as outlined in Section 39.

b) Voluntarily remain in his current work facility and exercise his departmental seniority to
displace the least senior employee in the next lower classification in the same line of
progression, as outlined in Section 39.

¢) If completely displaced out of his department, exercise his bargaining unit seniority to displace
the least senior laborer in his current work facility. 1f he is unable to displace a laborer at his
work facility, he shall select one of the following options:

1) Exercise his bargaining unit seniority to displace the least senior laborer in any of the other
work facilities.

2) Request a "voluntary layoff" rather than bump to a laborer position at a different work
facility. A “voluntary layoff” is a request and is only available if the Company is actually
laying off an employee(s). The number of “voluntary layoffs” available is limited to the
actual number of employees the Company intends to layoff.

2. The selection of the above options must be made in advance and shall be binding throughout the
displacement or layoff period. Employees in the department(s) affected shall be given a 14 calendar day
notice of the Company's plans to reduce the workforce. Such notice to the department(s) shall serve as the
official notice to the classification(s) initially affected by the workforce reduction. The Company shall
diswribute at the time of the departmental notice a Workforce Reduction Option Form to each employee in the
classification first impacted by the displacement or layoff. The form must be completed and returned to
supervision no later than the end of the 10th calendar day of the 14 calendar day notice period. Upon receipt
of the Workforce Reduction Option Form the Company may initiate the displacement or layoff process with
the initial employee transfer or layoff not occurring until the completion of the 14 calendar day nofice.



Employees affected by subsequent displacements or layoffs must be given a Workforce Reduction Option
Form that must be completed and returned to supervision within 48 hours of receipt of the notice. Any
employee who fails to .return the option form on time shall be deemed covered by options b) and c¢) 1) in
Paragraph 1 of this Section.

3. Any employee displaced as a result of the above workforce reduction may, in turn, exercise his
departmental seniority to secure other positions within his line of progression and to exercise his bargaining
unit seniority to secure a laborer position, in accordance with his options as selected before the workforce
reduction.

4. At the time of workforce reduction, the displaced or laid off employee cannot bump upward to
higher rated classifications.

5. An employee displaced to another work facility, or to other classifications within his line of
progression, shall be given a period of 20 working days to train and demonstrate his ability to adequately
perform the work required. This demonstration period may be extended an additional 20 working days if the
Company feels the employee is showing progress. The employee and his chief steward will be given written
notice of all extensions granted by the Company.

6. Any employee determined by the Company to be unable to adequately perform the work required
at the completion of the demonstration period must exercise his departmental seniority in accordance with the
options selected prior to the workforce reduction to displace the least senior employee in the next lower
classification in the same line of progression. If this removes him from his department, he must exercise his
bargaining unit seniority in accordance with the options selected prior to the workforce reduction to displace
the least senior laborer. Any employee who moves (o a lower classification as a result of his unsuccessful
demonstration period will lose his recall rights to the higher classification, except at his original facility.

7. In the event a displacement or layoff becomes necessary, the Company will ensure the affected
employee of the following "notice" and "recall" rights to the classification held prior to the workforce
adjustment:

a) Give the employees affected and the Union a notice of any displacement or layoff as specified
in Paragraph 2 of this Section.

b) Displaced or laid off employees have recall rights to the classification held prior to the
workforce adjustment for the following time frames:

1) Employees who have completed their probation period but have less than one year of
bargaining unit seniority shall have recall rights extended for a period of time equal to the
employee’s bargaining unit seniority.

2) Employees who have one or more years of bargaining unit seniority but less than five years
shall have recall rights extended for a period of one year.

3) Employees who have five or more years of bargaining unit seniority shall have their recall
rights extended for a period of two years.

8. In the event an employee is laid off, his group dental, medical, and personal life insurance
coverage is paid to the end of the month of the layoff plus one more month. Thereafter, the employee may
pay the full premium of such group insurance coverage commencing with the actual date of layoff, not to
exceed the time frame set out in Paragraph 7.b) above.

9. Accrual of vacation and sick leave benefits shall cease effective with the date of layoff.



10. When there is a restoration of the workforce, the Company subscribes to the principle of “last out,
first in.” In any case, the Company will recall displaced and laid off employees by applying in inverse order
the guidelines used to displace and layoff employees, and in accordance with the options the employee
selected. Recalled employees shall be given a demonstration period, as set forth above. Should the employee
be determined by the Company to be unable to adequately perform the work during the demonstration period,
he shall exercise his departmental or bargaining unit seniority, as set forth in Paragraph 1 of this Section.

11. A displaced or laid off employee who elected to bump departmental wide [option a) in Paragraph 1
of this Section] must, without exception, return to any job within his line of progression departmental wide, up
to and including the highest job he held on a permanent basis prior to the workforce reduction, and to any
laborer classification at any work facility. Refusal will result in the employee being terminated.

12. A displaced or laid off employee who elected to remain at his work facility [option b) in Paragraph
1 of this Section] must, without exception, return to any job within his line of progression in his work facility,
up to and including the highest job he held on a permanent basis prior to the workforce reduction, and to any
laborer classification at any work facility. Refusal will result in the employee being terminated.

13. A job vacancy will not be posted until all former displaced and laid off seniority employees, who
have a recall right to the vacant job, have either accepted or rejected a recall to fill the vacancy.

14. Employees recalled from layoff shall be given notice by registered or certified mail to the
employee's last known address on file in the Human Resources Department. The laid off employee has three
days after receiving notice of recall from the Company to notify the Company of his intention to return to
work and five days to actually return, A copy of the notice will also be forwarded to the Union's Business
Manager. Failure by an employee to return to work or to supply a satisfactory reason for not doing so within
the time limits prescribed, shall result in termination of employment.

15. Each laid off employee shall keep the Human Resources Department advised of his correct mailing
address and telephone number.

16. A displaced or laid off employee may submit Job Bids in response to posted job vacancies
regardless of any previous loss of job bid rights. He may also submit Requests for Transfer under the
provisions of Paragraphs 6 and 7 of the Job Bids and Requests for Transfer section of this Agreement. Any
displaced or laid off employee, who has a successful Job Bid or Request for Transfer, waives all recali rights,
as set forth in this Section. Any employee displaced under this Section or force transferred to another work
facility under Section 18.2 will be eligible for plant to plant trades.

17. 1t shall be the responsibility of each laid off employee to keep in touch with the Company
concerning his interest in specific posted job vacancies.

18. A laid off employee may choose to waive a return-to-work call for a temporary laborer position. If
refused, no additional offers for such temporary work will be made during the duration of the layoff.

19. In the event it becomes necessary to decrease the number of employees in any of the journeyman
departments, the displacement and layoff provisions listed in this Section shall apply except for the following:

a) The senior journeyman and journeyman classifications in such affected department shall be -
combined as one unit and the employee’s departmental seniority shall be the determining factor
for the order of displacement, layoff, or recall.

b) The “least senior” employee in the affected “combined unit” shall be displaced or laid off first.



SECTION 16. CONTRACTING OUT WORK

1. The Company agrees that it will not contract out any work if the effect of such contracted work
will cause layoffs to any seniority employee.

SECTION 17. JOB BIDS AND REQUESTS FOR TRANSFER

1. If a vacancy occurs in a permanent position or if a new job is established or if the workforce is
expanded in any of the established lines of progression, and the Company decides to fill such opening, the
Company shall post the job vacancy for a period of seven calendar days. All Job Bids and Requests for
Transfer for the posted vacancy must be submitted during the seven calendar day posting period. A detailed
listing of the employee's previous education, training and experience must be listed on the Job Bid or Request
for Transfer form.

2. Employees in STEP RATE PROGRESSION have bid rights upward, downward, and laterally to
vacancies within their line of progression and bid rights to entry level vacancies in other lines of progression.
They may also submit Requests for Transfer in accordance with Paragraphs 6 and 7 of this Section.

3. An employee on sick leave shall be eligible to bid on a job posting if he provides documented
evidence that he will return to work within 10 calendar days from the expiration date of the job posting.

4. The Company will review the Job Bids in the following order:

a) The employee submitting an upward Job Bid with the most departmental seniority in the
established line of progression shall be the successful bidder if he has sufficient qualifications
to perform the job.

b) The employee submitting a lateral Job Bid with the most departmental seniority in the
established line of progression shall be the successful bidder if he has sufficient qualifications
to perform the job.

¢) The empioyee submiiting a downward Job Bid with the most departmental seniority in the
established line of progression shall be the successful bidder if he has sufficient qualifications
to perform the job.

d) The laborer or the bidder from another line of progression with the most bargaining unit
seniority shall be the successful bidder if he has sufficient qualifications to perform the job.

5. The employee selected for the posted job shall be given a period of 20 working days to train and
demonstrate his ability to adequately perform the work required, and the Company may assign the employee
to all (or the Company may simulate) tasks performed by the higher classification. This demonstration period
may be extended an additional 20 working days if the Company feels the employee is showing progress. The
employee and his chief steward will be given written notice of all extensions granted by the Company.
Should the employee be determined by the Company to be unsuitable during the demonstration period, he
shall be returned to his former position without loss of departmental seniority. In turn, each employee who
had filled an opening that resuited from the disqualified employee’s Job Bid or Request for Transfer shall also
be returned to his former position without loss of departmental seniority; even if the affected employee had
completed his demonstration period. An employee may have only one successful bid in any one year.

6. In the event no one is selected from among the eligible bidders, the Company will review each

Request for Transfer submitted as a result of the posted job vacancy before hiring from other sources. The
Company will review those Requests for Transfer in the following order:
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a) Those Requests for Transfer that involve promotion or lateral moves leading to promotion in
another line of progression. Employees shall have a transfer right provided they have sufficient
qualifications and the employee selected has not been the successful bidder to a job in the past
year, or has not been granted a Request for Transfer to another department in the past five
years. In the event there are multiple requests that meet at least the sufficient qualification
requirement, the Company has the right to select the most qualified employee. If two or more
of these qualified employees are equally qualified, then bargaining unit seniority shall prevail.
The employee selected for the posted job shall be given a demonstration period, as set forth
above. The employee who is allowed to transfer under the provisions of this Paragraph shall
not be eligible for job bidding for one year from the date of transfer.

b) Last in the order of consideration, in the Company's sole discretion, will be all other Requests
for Transfer, provided the employee has not been a successful bidder to a job in the past year,
or has not been granted a Request for Transfer to another department in the past five years. The
employee selected for the posted job shall be given a demonstration period, as set forth above.
The employee who is allowed to transfer under the provisions of this Paragraph shall not be
eligible for job bidding for one year from the date of transfer.

7. The Company may authorize a Request for Transfer from an employee who has a physical or
medical condition that keeps him from continuing to perform his regular duties. Such requests will be closely
scrutinized and will be acted upon based on the employee's prior work record, preservation of departmental
skills and efficiency, merits, and circumstances of each individual case. In the event of multiple requests and
all of the above factors are equal, bargaining unit seniority shall prevail. An employee who is granted such a
request will go to the top step rate of the lower classification if the employee is moved downward in his line of
progression. An employee who is allowed to move to another job classification in another line of progression
shall enter at the first step rate unless, in the determination of the Company, the employee's previous
experience and qualifications warrant a higher step rate. *Requirements for such requests are:

a) They must be made in writing in response to a posted vacancy, accompanied by written
documentation that verifies the extent of the condition. Such placement may or may not be in
the employee's line of progression, or in the same Labor Grade; in any event, it will not be to a
classification in a higher Labor Grade. In addition, such placement shall not be subject to the
other job bid and requests for transfer provisions of this Section, provided the employee with
the physical or medical condition has more bargaining unit seniority than the employee who
would have otherwise received the job. The employee who is allowed a transfer under the
provisions of this Paragraph shall not be eligible for job bidding for two years from the date of

transfer,

b) This provision in no way obligates the Company to create a position to accommeodate such
requests.

8. An employee is not eligible for a plant to plant trade for at least one year afier the date of a
successful Job Bid or Request for Transfer. An employee is not eligible to submit a Job Bid or a Request for
Transfer for one year from the date of a plant to plant trade.

9. Fuels Utility and Equipment Operator employees in the Fuels Department as of April 22, 1987 are
"orandfathered" for bidding into either Fuels Equipment Operations or Fuels Equipment Maintenance. Such
“orandfathered” employees are allowed one successful job bid into either of the two Fuels departments. After
a successful bid, they are no longer considered to be “grandfathered” and any future Job Bids or Requests for
Transfer shall be in accordance with the provisions as outlined in this Section, using their original Fuels

departmental seniority.
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SECTION 18. TEMPORARY AND PERMANENT TRANSFERS

I. The Company is a multi-facility company, and all employees covered by this Agreement can
expect to be placed temporarily or transferred permanently for work at any of the Company's plant facilities.
Any employee whose temporary work assignment at another facility exceeds 90 continuous working days
shall, beginning on the 91st continuous working day, be compensated at a rate of time and one-half, except
where double time is otherwise required. A temporary transfer to another facility shall be considered
continuous uniess separated by a period of 10 or more continuous working days at the employee's normal
work facility. For the purposes of this Paragraph, the Reid/Station Two and Green Plants are considered the
same facility. "

2. Any transfer to another work facility determined by the Company to be on a permanent basis will
be by departmental seniority and given in writing to the employee. The Company in this case shall first ask
for volunteers in the classification and facility involved, starting with the most senior qualified employee, and
will continue to ask until a volunteer is found. If no volunteer is found, the Company will transfer the least
senior qualified employee, in the classification and facility involved, to the other work facility.

3. The Company may temporarily transfer employees from one job classification to another. Any

employee whose temporary transfer to another classification exceeds 90 continuous working days shall,
beginning on the 91st continuous working day, be compensated at the rate of time and one-quarter, except
where time and one-half or double time is otherwise required. A temporary transfer from one job
classification to another shall be considered continuous unless separated by a period of three or more
continuous working days in the employee's normal work classification.
- 4. The Company will determine when an employee is far enough along in his training to qualify for
work in a temporary upgrade position. When an employee is temporarily upgraded and performs the tasks
normally assigned to the higher rated classification for two hours or more, he will receive the first step rate of
pay for that classification for all hours worked in the higher rated classification that shift. When an Equipment
Operator pilots the tugboat, he will receive upgrade pay for the greater of two hours or actual time worked
operating the tugboat.

5. When an employee is temporarily transferred to a lower rated classification, he will receive his
regular rate of pay during such transfer.

6. When it becomes necessary to permanently transfer employees to a lower rated classification (see
the Layoff, Displacement, and Recall section of this Agreement), the employees with the least departmental
seniority in the affected job classification shall be transferred. In the case of such a transfer from a higher
rated classification to a lower rated classification, the employee will continue receiving the higher pay rate
unti] the start of the pay period which begins on or after the 35th calendar day following the effective date of
the transfer. After that, he shall be paid the top step rate of the lower classification. Any transfer determined
by the Company to be on a permanent basis‘will be given in writing to the employee.

7. When an employee reports to his regular work facility, and is required to report to another work
facility during the same shift, he will be paid mileage expense for travel from one facility to another provided
he travels in his personal vehicle. If an employee is given notice of a temporary assignment to another work
facility and it requires the employee to travel from his home to the temporary work facility at a distance
greater than he normally travels to work, the employee shall be reimbursed the additional mileage expense
incurred related to driving his personal vehicle. When carpooling in mileage reimbursement situations, only
the driver is eligible for mileage reimbursement. Reimbursement will be at the existing mileage rate for each
day of temporary assignment and will include road tolls.

8. There will be a maximum mileage reimbursement that is based upon the actual miles between each
work facility. The maximum mileage submitted for reimbursement by any employee shall not exceed the
following:



a) Colemanto Wilson........................... 55 miles one way
b) Coleman to Reid/Green/Station Two . ... .... 57 miles one way
¢) Reid/Green/Station Two to Wilson. .. ... .. .. 37 miles one way

9. Travel time, other than travel to and from work, shall be considered as time worked for the purpose
of computing pay when such travel is performed in connection with assigned duties and at the direction of the
appropriate Company official.

SECTION 19. HOURS, OVERTIME AND PREMIUM PAY

1. The standard workweek is a seven day period beginning at 12:01 a.m. on Sunday and ending at
11:39 p.m. the following Saturday. The work schedule showing the scheduled starting and quitting times and
the scheduled days off shall be posted in each department by the end of the first shift Thursday.

2. Time and one-half will be paid for all hours worked by an employee on his first scheduled rest day

(SDO-1), and double time will be paid for all hours worked by an employee on his second scheduled rest day
(SDO-2). An employee's SDO-1 and SDO-2 cannot be changed after the end of the first shift Thursday.

3. Employees assigned to a non-rotating Monday through Friday or Tuesday through Saturday shift
will observe Sunday as their SDO-2.

4. The normal workday for employees who work rotating shifts, that provide 24 hour around-the-
clock coverage, shall be eight consecutive hours with no intermission for lunch. Rotating shift employees will
be allowed to eat their lunch and take their breaks while on duty and as operating conditions permit. An
employee temporarily assigned from a rotating shift to a non-rotating shift for less than seven calendar days
will work an eight hour shift with lunch paid. Following the first seven calendar days of assignment on the
non-rotating shift, the employee will be classified as a non-rotating employee as set forth in Paragraph 5 of
this Section. If an employee is notified prior to the start of the temporary assignment that the assignment will
be for more than seven calendar days, the employee may be assigned to an eight and one-half hour work shift
with a one-half hour unpaid intermission for lunch commencing on the first day of the temporary assignment.

5. The normal workday for employees who work non-rotating shifts shall be eight and one-half
consecutive hours with a one-half hour intermission for lunch. Employees working non-rotating shifts will be
allowed to eat their lunch at approximately the midpoint of the shift. If an employee is required to work
through his lunch period he will be paid and he will be given ample time to eat his Junch.

6. The Company will pay, in addition to the employee's base wage rate, a shift premium to employees
on shifts that commence as follows:

First Shift - Between the hours 5:00 am. and 11:59 a.m. - None

Second Shift - Between the hours 12:00 noon and 7:59 p.m. - 41¢
Third Shift - Between the hours 8:00 pm. and 4:59 am. - 55¢

The appropriate shift premium will be paid at time and one-half for al} overtime hours. Shift premium will not
be paid for any hours not worked, nor will it be used for calculating any employee benefit.

7. Employees assigned to a rotating shift will be paid a rotating shift premium of $.40 an hour for all

hours worked. This rotating shift premium will be paid at time and one-half for all overtime hours. It will not
be used for calculating any employee benefit. Employees temporarily assigned to rotating shifts will not
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receive this rotating shift premium unless and until the assignment exceeds 90 working days.

8. A premium of $.61 per hour will be paid for all hours worked on a Sunday by an employee for
whom Sunday is one of his five straight-time scheduled workdays for that week. This Sunday premium will
be paid at time and one-half for all overtime hours. It will not be used for calculating any employee benefit.

9. As a public service corporation, the Company must perform its obligations fo its customers at all
times and in recognition of these obligations the Company shall have the right to require an employee to work
overtime. The Company will attempt to arrange such overtime to avoid undue hardship on any employee, and
the Company at its discretion will rotate overtime as equitably as possible among the qualified employees in
the plant, department, and shift involved.

10. The parties agree that the equitable rotation of overtime shall be on the basis of departmental
seniority in classification. Distribution of overtime by seniority shall commence with the qualified most
senior employee in each work facility, department, classification and shift involved. For employees working
in the mechanical, instrumentation, and electrical departments, rotation will be by seniority. For employees
working in all other departments, rotation by seniority will be every 28 calendar days. (Refer to Overtime
Guidelines for specifics.)

11. The standard workday is a 24 hour period beginning at 12:01 a.m. and ending 24 hours later. Time
and one-half will be paid for ali time worked in excess of eight straight-time hours in any one standard
workday and for all time worked in excess of 40 straight-time hours in any one standard workweek.

12. An employee shall be paid the appropriate overtime rate for all hours worked outside his scheduled
work shift in the standard workday. This includes "hold-overs," "report-ins,” and "call-ins" which are defined
as follows:

a) "Hold-over" work shall be work which is a continuation of a scheduled work shift. For hold-
over work to apply, an employee shall be notified prior to the end of his scheduled shift. An
employee who is held over shall be paid only for the additional hours worked at the appropriate
overtime rate.

b) “Report-in” means that a notice is given to an employee before his scheduled shift ends to
return for work at some hour before his next scheduled shift begins. If an employee is given
notice to report in and that notice is not canceled prior to the end of his shift, he will receive no
less than two hour’s pay at the appropriate overtime rate, even if the scheduled report-in is
canceled after the end of the shift. It is not a report-in when the proper 16 hour notice is given.

¢) "Call-in" is when an employee is called in for emergency work outside his scheduled working
hours. Call-ins shall be paid as follows:

1) When an employee is called in for emergency work or is instructed to come in for
emergency work and the hours worked are not continuous with other hours worked, he
shall receive no less than four hours pay at the appropriate overtime rate. The employee
must do any emergency work assigned to him by the Company in order to be entitled to the
call-in pay. It is not a “cali-in” when the proper 16 hour notice is given.

2) Anytime an employee is called to work from his home prior to the start of his shift and
works into his shift, the employee shall receive a minimum of two hours pay at the
appropriate overtime rate. If the employee is on the premises and is asked to work prior to
the start of his shift, he shall be due a minimum of one hour’s pay at the appropriate
overtime rate.

13. "Scheduled" work is work for which 16 hours or more notice is given to the employee prior to the

16



start of his shift. "Unscheduled” work is work for which less than 16 hours notice is given to the employee
prior to the start of his shift.

14. Prearranged schedule changes in the employee’s posted work schedule will be work for which 16
hours or more notice has been given. 1f an employee is not given proper notice, he will receive time and one-
half for the first eight hours worked on his new scheduled shift. All scheduled shifts shall be 2 minimum of
four hours.

15. Changes in working hours whereby schedules are extended by the addition of overtime hours
immediately preceding and/or immediately following ani employee's scheduled shift will not be considered a
schedule change within the meaning of Paragraph 14 of this Section.

16. In order to cancel scheduled overtime on an SDO-1, SDO-2, or a day observed as a holiday, eight
hours notice must be given prior to the start of the employee's shift. If less than eight hours notice is given,
the employee will be given the option to work or he will be paid at the appropriate overtime rate for one-half
the overtime hours canceled, but in no event shall he receive less than four hours pay at the appropriate
overtime rate if he is not given the option to work. 1f an employee works a partial shift and is not given the
option to work the full scheduled shift, he shall be paid at the appropriate overtime rate for the hours actually
worked and, in addition, one-half of all hours canceled, but in no event shall he receive less than a total of four
hours pay at the appropriate overtime rate if he is not given the option to work.

17. In order to cancel scheduled overtime on a day other than an SDO-1, SDO-2, or a day observed as
a holiday, eight hours notice must be given prior to the start of the employee's shift. If less than eight hours
notice is given, the employee will be given the option to work or he will be paid at the appropriate overtime
rate for one-half the overtime hours canceled if he is not given the option to work.

18. When an employee works 16 or more hours in any rolling 24 hour period, he shall be entitled to a
12 hour rest period, commencing immediately following the 16 hour period and lasting 12 consecutive hours
thereafter. Ifa 12 hour rest period is not provided, the employee will receive either of the following:

a) Be paid at two times the straight-time rate of pay for all hours worked in the 12 hour rest
period, or

b) Be given a rest period at no loss of pay for any hours scheduled in his 12 hour rest period. If
the employee’s 12 hour rest period ends and there is a portion of a scheduled shift remaining,
the employee may be given the option to waive the remainder of the affected shift without pay
and with no penalty under the Absenteeism Coniro! Program.

19. An employee must work 16 hours in a 24 hour period in order to be entitled to a 12 hour rest
period. Pay that is received by an employee for hours not worked, such as personal day, holiday or workers'
compensation pay, or the minimum two hours pay due an employee in "report-in" situations, etc. does not
count as time worked for the purpose of satisfying the 16 hour clause.

20. Premium pay shall not be paid for schedule changes that are a result of an employee being awarded
a job bid or request for transfer.

21. Overtime and premium pay shall not be pyramided, compounded, or paid twice for the same hours
worked. All hours for which an employee receives pay shall be considered as time worked for the

computation of overtime pay.

22. If an employee is more than 30 minutes tardy, his supervisor may send him home for the balance
of that workday, in that event he shall not receive any pay for that day.
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SECTION 20. RESERVED

Reserved for future use.

SECTION 21. SUPERVISORS WORKING

1. It is understood and agreed that no supervisor or foreman will take the place of any employee and
perform production work except in an emergency, or for the purpose of instruction and training, or to assure
proper performance of work, to protect Company property, or to ensure safety of employees.

SECTION 22. LEAVE OF ABSENCE

1. By special written request from a seniority employee the Company in its sole discretion may grant
a Personal Leave of Absence without pay for a maximum period of thirty (30) days. Credit for Company
seniority and employee benefit accrual during the granted Personal Leave of Absence shall not exceed the
thirty (30) day maximum.

2. An employee who is unable to work because of illness or injury may be granted a sick leave
provided the employee furnishes the Company with a written statement from his physician verifying the
sickness or injury. The employee may utilize his accumulated sick leave pay during the sick leave. The
Company reserves the right to require a physical examination of the employee, at Company expense by a
Company doctor, during any time of an authorized sick leave. If the employee is physically unable to return
to his job classification or any other suitable job that he can be fitted by education, training or experience and
in accordance with his departmental seniority, the employee will be determined to be eligible for long term
disability. The qualifying period for long term disability is three months of continued disability resulting from
a medically approved physical or mental condition. During absences covered by an authorized personal or
work-related sick leave, credit toward seniority will continue as set forth in Paragraph 4.i) of Section 14,
Credit toward other employee benefit accrual will continue for a period up to the employee's accumulated
seniority not to exceed one year.

3. An employee who fails to return to work at the termination of his Personal Leave of Absence or
sick leave will be treated as a voluntary quit.

4. Upon return to work, an employee shall be reemployed at his former job or at a job in line with his
seniority, provided the employee can perform the job without training but receiving adequate instruction, and
to a job which carried a rate of pay equal to or as near that of his former job as possible, provided there is such
work available.

5. It is the Company’s intent that the medical leave provisions shall be consistent with and in full
compliance with the FMLA.

SECTION 23. SICK LEAVE PAY

1. Commencing with the date of employment, all employees on the active payroll shall accumulate
sick leave pay at the rate of eight hours at regular (straight-time) rate for each calendar month of continued
employment. Accumulated sick leave will be payable only when a seniority employee is absent from and
unable to work his scheduled workdays due to non-occupational sickness or injury. In no event will sick leave
be paid in excess of sick leave accrued at the time the absence occurs. During the probationary period an
employee shall not be eligible for sick leave pay.

2. Although an employee may accrue an unlimited amount of sick leave, in the case of iliness or



injury he will not be allowed to take more than 13 weeks sick leave in any one continuous period after which
he will be eligible to apply for long term disability.

3. Personal illness shall mean an employee being unable to work due to a sickness, or accidental
personal injury not arising from participation in outside gainful occupation or unlawful activities and shall
specifically exclude injury arising out of or in the course of employment with the Company.

4. The Company reserves the right to have an employee examined by a doctor of its choice
concerning the verification or continuation of the employee's iliness, injury, or surgery. If an employee is
instructed by Management that verification is needed, such verification will be at Company expense and the
physician will be designated by the Company. An employee who fails to satisfactorily verify his reason for
absence for the entire period or who refuses or fails to submit the verification as instructed, will not be paid
and will be subject to discipline.

5. Accumulated sick leave will not be paid to employees leaving for any reason, the employ of the
Company.

6. When an employee is unable to report for work due to a sickness or injury as defined above, he
must report this fact to his immediate supervisor or other plant management personnel at the earliest possible
time, but in no event later than one hour prior to the scheduled time to commence work, otherwise the
employee will receive no sick leave allowance for the day.

7. The Company is aware that there are times when absences and extended leaves associated with
personal or work-related sickness or injury are not known in advance. However, when such absences are
known in advance, the employee should promptly notify the Company as to the time and date of a physician's
appointment. For absences of a longer period of time, the employee should promptly notify the Company as
to the beginning date and anticipated duration of the leave. The intent here is to keep the Company informed
in advance so that supervision can plan and schedule work in the most efficient manner.

8. Employees receiving sick leave pay under the provisions of this Section shall receive holiday pay
in lieu of sick leave pay in the event a holiday falls during such sick leave period. Holiday pay shall also be
paid for a holiday that falls within the waiting period referred to in Paragraph 10 of this Section.

9. For absences of four or more consecutive workdays, a satisfactory medical doctor's certificate must
be presented.

10. An employee who needs to be absent from work due to a non work-related illness or injury may
use accumulated sick leave following an absence of three scheduled straight-time workdays, beginning with
the fourth such day. The absence due to illness or injury, including the three day waiting period, must be
continuous. A return to work not in excess of two workdays, or a paid holiday, shall not interrupt or cancel a
waiting period or the beginning or continuation of sick leave pay. A paid holiday, however, will not count as
part of the waiting period. An employee who becomes eligible to receive sick leave pay under this Paragraph
may substitute vacation pay for any or all of the hours not paid during the waiting period, provided he requests
such by the close of the normal business day that follows the day he first became eligible for the sick leave
pay. An employee with an imminently life-threatening condition requiring a regimen of treatment such that he
will routinely need time off less than four days will be subject to only one three day waiting period in a year
for the purpose of receiving that treatment.

11. An employee who reports for work on a straight-time scheduled workday, but is forced by iliness
to leave work before working more than four hours, shall have that day counted as one day of the required
waiting period. An employee who is forced by illness to leave work after working four or more hours, but less
than eight, may, on the third day of the waiting period, be paid sick leave pay for the hours lost on the last day

worked.

19



SERIOUS ILLNESS OF EMPLOYEE'S SPOUSE OR DEPENDENT CHILD
12. Accumulated sick leave may be utilized by employees when a spouse or dependent child is:

a) Seriously ill or injured,
b) In the hospital or having out-patient surgery or treatment,
¢) Recovering at home from an illness, injury, or surgery.

13. In all absences associated with the spouse or dependent child, the employee must present a written
medicdl doctor's certificate satisfactorily verifying the need for the employee's presence, the nature of the
relative's illness, injury, or surgery and the starting and ending dates of the absence. An employee who fails to
satisfactorily verify his reason for absence, or who refuses or fails to submit the verification as instructed, will
not be paid and will be subject to discipline. There is no sick leave pay waiting period for an absence
associated with the spouse or dependent child.

14. The maximum utilization of accumulated sick leave for incidents of serious illness, injury, or
surgery to the employee's spouse or dependent child shall not exceed five days (40 straight-time hours) in any
calendar year. In the event a serious illness, injury, or surgery to the employee's spouse or dependent child
requires the employee to be absent from work for more than 15 scheduled straight-time workdays during a
calendar year, the employee may utilize his accumulated sick leave to cover absences beginning with the 16th
day. A doctor's statement is required which satisfactorily verifies the need for such long term absence.

15. Each seniority employee on the active payroll as of January 1 of each calendar year will receive a
sick leave pay waiting period credit, during the month of January, equal to 24 hours of pay at his straight-time
rate of pay in effect as of January 1. Upon completion of his probationary period, a probationary employee
will receive a sick leave pay waiting period credit as follows:

Date Probationary Period Completed Amount of Credit
Prior to May ] Sixteen (16) hours
Prior to September 1 Eight (8) hours
September 1 or later None

SECTION 24. WORKERS' COMPENSATION PAY

1. A regular full-time employee who is absent from work because of an industrial illness or injury
shall have his lost wages reimbursed at a rate of 75%, commencing on the fourth consecutive full working day
of the absence. Pay will be computed at the employee's base straight-time rate in effect at the onset of the
iliness or injury, on the basis of his forty (40) hour workweek, and exclusive of shift premium or any other
premium pay.

2. The 75% reimbursement program remains effective for a maximum of thirteen (13) weeks,
provided the employee remains on a verifiable work-related disability.  Thereafter, the maximum
reimbursement due an employee off on a verifiable extended work-related illness or injury shall be a
maximum of 66 2/3% of the employee's base straight-time rate in effect at the onset of the illness or injury.
The 66 2/3% maximum benefit is paid jointly under the terms and conditions of Workers' Compensation and
the Long Term Disability Policy.

3. If an illness or injury occurs on the job, the Company must be notified immediately and the illness
or injury must be verified by a medical doctor's certificate.



4. If an employee is absent for eight (8) or more consecutive working days for an industrial illness or
injury, he shall be compensated as set forth above, for the first three (3) working days of the absence.

S. This benefit will continue as long as the employee remains disabled and eligible for Workers'
Compensation from the insurance carrier. Thereafter, additional benefits are payable under the terms and
conditions as set forth in the Long Term Disability Policy. .

6. Successive disabilities separated by less than ten (10) consecutive working days of regular full-
time work will be considered as the same disability, unless the subsequent disability is due to a different

cause,

7. An employee shall not lose any straight-time pay for a partial day absence due to an industrial
iliness or injury.

8. An employee who fails to return to work at the termination of his Workers' Compensation leave
will be treated as a voluntary quit.

9. The Company reserves the right to have an employee examined by a doctor of its choice
concerning the verification or continuation of a work-related illness or injury.

SECTION 25. PERSONAL DAY PAY

1. Each seniority employee on the active payroll shall have two personal days each calendar year.
The employee will be paid eight hours at his straight-time rate in effect on the date a personal day is taken.

2. The absence for a paid personal day shall be a non-chargeable occurrence under the Company's
Absenteeism Control Program.

3. When an employee needs to take a personal day, he should report this fact to his immediate
supervisor or other plant management personnel at the earliest possible time, but in no event later than one
hour prior to the scheduled time to commence work, otherwise the employee will receive no pay for the day
and the absence becomes a chargeable occurrence. On a first-come, first-serve basis, one employee per work
group will be permitted to take a personal day. Additional requests will be considered and may be granted
based on operational needs.

4. An unused personal day cannot be carried over to the next calendar year. For any personal day not
taken by December 31, the employee shall receive eight hours pay at his straight-time rate in effect on that
date. An employee can choose to take a cash-out of his personal day(s) before December 31.

5. Paid personal days may be taken up to and including December 31. However, a paid personal day
cannot be taken on an SDO-1, SDO-2, or a holiday. (A personal day is not a holiday.) If an employee decides
to take a personal day after November 15, he must schedule it in advance during the time period between
November 1 and November 15. The cash-out received for an unused personal day does not count toward

overtime.

6. A probationary employee is entitled to the paid personal days if he completes his probation period
prior to December 30. If he completes his probation period on December 30, he is entitled to take or cash out
one personal day. He is not entitled to a paid personal day if he completes his probation period on December
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SECTION 26. FUNERAL LEAVE

1. In the event of a death in the employee's immediate family, the employee will be granted four
consecutive calendar days off without loss of pay from the straight-time workdays he would have worked,
provided one of the days absent is the day of the funeral.

The immediate family is defined as:

a) spouse

b) parent or stepparent (funeral leave is available to the employee for one mother and one father
during employment with the Company)

c) spouse's parent or stepparent (the limitation as set out for the employee's parent shall also
apply)

d) employee's brother, sister, half-brother, or half-sister

e) employee's children or the children of the spouse, provided they are stepchildren who live or
who have lived in the employee's home in a normal parent/child relationship

2. In case of a death of an employee's grandparent, grandchild, brother-in-law, sister-in-law, son-in-
law or daughter-in-law, the employee will be granted three consecutive calendar days off without loss of pay
from the straight-time workdays he would have worked, provided one of the days absent is the day of the
funeral.

3. In case of a death of a stepchild not related to the employee's current spouse, the employee will be
granted one day off without loss of pay from the straight-time workday he would have worked provided:

a) the day absent is the day of the funeral, and
b) the stepchild lives or has lived in the employee's home in a normal parent/child relationship.

4, It is an employee's option when he starts his funeral leave, provided one of the days is the day of
the funeral, and provided he gives advance notice to supervision of his days of absence.

5. An employee will receive eight hours straight-time pay for each funeral leave day that is a
scheduled straight-time workday. In addition, if he is scheduled to work on an SDO-1 or SDO-2, the
employee will be allowed off for funeral leave, without pay.

6. The funeral leave benefit in all cases is contingent upon the honest reporting of the relative that has
passed away and the employee's attendance at the funeral.

7. Only those step-relatives specifically identified above are covered by funeral leave.

SECTION 27. JURY DUTY

1. Employees serving on jury duty shall not lose straight-time pay (exclusive of shift premium) on
that account.

2. An employee scheduled to work the day shift, who is required to report for jury duty before noon,
shall, upon request and notification to his supervisor, be excused from reporting for work prior to reporting for
jury duty, and shall not be required to return to work if he has less than half of his scheduled shift remaining
when released from jury duty. An employee who has half or more of his scheduled shift remaining when
released from jury duty shall contact his supervisor to determine if he is to return to work. Where practicable,
and upon request to the employee’s supervisor, an employee scheduled for shift work will be rescheduled to
day work for the entire period he is scheduled for jury duty.
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3. An employee subpoenaed to testify and who testifies in a civil or criminal judicial proceeding not
involving the employee, his family, or any interest of the employee, will suffer no reduction in straight-time
pay for time lost in testifying, and will be paid the difference between money received for honoring the
subpoena and normal straight-time earnings, exclusive of shift premium, provided the employee provides
prompt notice of his receipt of the subpoena.

4. The Company may require for each day, in such form as it deems necessary to the conduct and
administration of this provision, evidence of the employee’s requirement to report for jury duty or to honor a
subpoena, proof of attendance, time of reporting, time of release, and amounts received as compensation.

SECTION 28. HEALTH AND SAFETY

I. A physical examination is required before hiring and may be required during an employee's
employment at the discretion of the Company.

2. The Company will provide maintenance of proper housekeeping, safety equipment, sanitary heaith
and safety protection for all employees.

3. The Union and the employees agree to cooperate fully with the Company in order to promote
safety in all work locations by the observance of all safety regulations and by performing their work in a safe
and careful manner, at all times. Employees will promptly report unsafe conditions or defective equipment to
their supervisor. There will be safety meetings and copies of the meeting minutes will be forwarded to the
Union's Business Manager. The chief stewards will be the safety representatives. The chief steward and
members of the safety committee will meet with their respective Plant Manager, or his designee, once a month
for the discussion of safe work practices and conditions.

4. In case of a work-related injury, regardless of how small, the employee must notify his supervisor.
In case of a work-related injury that results in lost time from work or requires medical treatment other than
first aid, the employee must complete the Employer's First Report of Injury as required by OSHA. Copies of
the Employer's First Report of Injury will be forwarded to the Union's Business Manager.

5. The Company shall distribute to all employees a Safety Manual for their guidance and instruction
as to safe work practices. Every employee shall become familiar with the rules of the Safety Manual as they
apply to his work activities. While the rules of the Safety Manual will cover as many working situations as
possible, it should be understood that jt is impossible for the manual to cover all sitnations. The Company
will, when it is necessary, establish additional safety rules and regulations which will be distributed to all
employees. The Company will forward to the Union's Business Manager advance notice of any new safety
rules.

6. In conjunction with 49CFR (Code of Federal Regulations) 391.41 through 391.49, the Company
will pay for all testing and licensing expenses associated with employees obtaining and retaining a DOT
(Department of Transportation) Operators License.

7. The Company will reimburse each employee up to $90.00 for safety shoes once a calendar year.
Receipt of purchase is required for reimbursement. Employees shall have the option to prospectively combine
two calendar years for a single purchase. The employee shall declare his option when the receipt is submitted.

8. The Company will furnish the uniforms to be provided in the Company’s clothing policy regarding
exposure to energized circuits. The clothing furnished by the Company under this provision is required to be

worn by the employee.



SECTION 29. EMERGENCY RESCUE TEAM

1. All Emergency Rescue Team (ERT) members shall meet and maintain the required physical
standards set out in the Company's Emergency Rescue Team Policy. ERT members will be expected to
respond to hazardous chemical spill and confined space emergencies where employees are in need of being
rescued.

2. The ERT shall be staffed on a volunteer basis.

-~

3. The Company shall provide training for rescue tearn members as stated below:
a) Three days of initial training for employees joining the rescue team.

b) Eight hours of training, which includes at least one training session or drill per quarter, for each
ERT member.

¢) Any additional training required by ERT members to acquire or maintain skills sufficient to
perform emergency rescues or training required to acquaint ERT members with new equipment
will be conducted on an as needed basis, as determined by the corporate safety administrator.

4. Injuries that result from an ERT member’s rescue efforts, while at work, are covered by Workers'
Compensation.

5. All volunteers for the ERT will be accepted on the basis of bargaining unit seniority. However,
employees who hold positions outside of the Company at the time they volunteer such as volunteer firemen,
policemen, emergency medical technicians, etc. will be given priority selection. The selection process for this
group will also be based on bargaining unit seniority.

6. Employees who volunteer for the ERT shall do so with the understanding that they must remain on
the ERT for a minimum of one year. It is understood by the parties that an employee who has an unknown
medical condition may volunteer and be accepted into the ERT. Upon discovery of a condition that
disqualifies an employee from being an ERT member, the employee shall be allowed to exit the ERT without
completing the one year minimum service requirement.

7. Employees interested in withdrawing from the rescue team may do so after the minimum one year
of enrollment, provided 60 calendar days written notice is submitted to the Company.

8. ERT members shall be identified by either a special hard hat or insignia.

9. Employees selected for the ERT who have passed the physical examination required to be an ERT
member shall earn additional vacation days, as set out below:

a) One vacation day will be credited to the employee's vacation account following the successful
completion of the initial three days of rescue training. Once credited, this vacation day will be
immediately available for use. Thereafter,

b) Beginning either June 30 or December 31, depending upon when the employee became an ERT
member, one additional vacation day will be credited to the employee's vacation account
following the completion of six * months of service.

Example: An employee who completes the rescue training on December 1, 1998, will be credited
with one vacation day. Following the completion of six months of service (June 30,
1999) as an ERT member, one additional  vacation day will be credited to the
employee's vacation account. This process of crediting an employee's vacation account
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with one vacation day will continue each June 30, and each December 31, provided the
employee remains an ERT member.

*The first time period for earning an additional vacation day typically will be longer than six
months. However, the first vacation day eamed by joining the ERT offsets this additional time,

¢) Vacation days earned by being an ERT member will be credited to the employee's regular
vacation account and may be used or paid to the employee upon termination, resignation, or
retirement, according to the Vacations section of this Agreement, except that the vacation day
credited under 9.2) above upon completion of the initial three days of training will be

immediately available for use.

d) An ERT member will continue to earn service for the accrual of ERT vacation days while on
sick/workers’ compensation leave until the employee is placed on long term disability.

10. The Union or the Company may withdraw from this ERT Section in its entirety at the expiration of

this Agreement.

SECTION 306. VACATIONS

1. All employees must be continuously employed on the active payroll as full-time employees, by
January 1 of each current year, to receive any vacation pay. The vacation year shalil be the calendar year.

2. The Company will grant paid vacations in accordance with the following schedule:

Length of Continuous
Service As of January 1
of the vacation year

a) Less than 12
months continuous
service

b) More than one year but
less than six years
continuous service

c) After six years
continuous service

d) Afier seven years
continuous service

e) After eight years
continuous service

f) After nine years
continuous service

2) After 10 years
continuous service

Hours Paid At
Straight Time

8 hours per full
month up to a
maximum of 80 hours

80 hours

88 hours

96 hours

104 hours

112 hours

120 hours
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h) Afier 11 years 128 hours
continuous service

i) After 12 years 136 hours
continuous service

j) After 13 years 144 hours
continuous service

k) After 14 years 152 hours
continuous service

1) After 15 years 160 hours

continuous service
3. "Continuous