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AGREEMENT
Between the
Utility Workers Union of America, AFL-CIO, Local 600
and

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

THIS AGREEMENT is entered into between the Utility Workers Union of America,
AFL-CIO, Local 600, formerly the Independent Utilities Union, hereinafter referred to as the
"Union," and Duke Energy Ohio, Inc., Duke Energy Kentucky, Inc., hereinafter referred to
as the "Company," through and by their duly authorized representatives.

WITNESSETH: Whereas, the parties to the Agreement as are mentioned above are
desirous of maintaining collective bargaining between the Employer and its Employees, as
are represented by the Union as bargaining agent, and are desirous of stabilizing employ-
ment, eliminating strikes, lockouts, curtailment of employment, and the peaceful settlement
of all employer and employee disputes, and of making an honest effort to improve the
conditions of both the employer and the employees.

WHEREAS, it is deemed desirable and necessary that definite operations and
practices between the Company and the employees of the Company represented by the
Union be formally set forth and described, with a desire that uniformity of working conditions
exist between the aforementioned Companies and such employees.

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

NOW, THEREFORE, the Company and the Union do hereby agree to the following terms
and conditions, to-wit:



ARTICLE |

Section 1. (a) The Company hereby recognizes the Union during the term of this A-14
Agreement as the sole and exclusive representative of all regular full-time and part-time
employees of the occupational classifications in the units defined as "The Office, Clerical
and Technical Unit" and "The Residual Unit," as described in the Order issued by the
National Labor Relations Board dated August 12, 1944 and amended by the National Labor
Relations Board Order dated February 24, 1967. The units so defined shall retain
jurisdiction over such work as was normally performed by them prior to this Agreement but
such jurisdiction shall not be expanded except by mutual agreement of the parties hereto
or through due processes under the National Labor Relations Act.

(b) The Company recognizes the Union as the sole bargaining agent of the units
contained in the preceding paragraph for the purpose of collective bargaining with respect
to rates of pay, wages, hours of employment, or other conditions of employment, and the
Company agrees to attempt to adjust any and all disputes, and any other matters, arising
out of or pursuant to this Agreement, with the Union.

(c) This Agreement shall be final and binding upon the successors, assignees or
transferees of the Union and the corporate entity of the Company.

Section 2. (a) The Company agrees not to interfere, restrain, coerce, or discriminate
against any of the members of the Union, because of their membership in the Union, or
because of their activity as a member or officer of the Union. Should reasonable proof of
any such interference, restraining, coercion or discrimination by any person in a supervisory
capacity against a member of the Union be shown to the Company by the Union, the
Company agrees to take immediate corrective action in connection with such complaint. It
is further agreed that no member shall be discharged because of his or her service, or
lawful activity as a member of the Union, nor will the Company at any time attempt to
discourage membership in the Union.

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

(c) The Union recognizes that the management of the Company, the direction of the  A-9
working forces, the determination of the number of people it will employ or retain in each
classification, and the right to hire, suspend, discharge, discipline, promote, demote or
transfer, and to release employees because of lack of work or for other proper and
legitimate reasons are vested in and reserved to the Company.

The Company agrees that consistent with the parties long-standing practice, it will
not discharge or discipline any regular employees unless it determines there is just cause
for doing so, and that it shall make all reasonable efforts to issue discipline in a timely
manner.
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(d) The above rights of Management are not all-inclusive, but indicate the type of
matters or rights which belong to and are inherent to Management. Any of the rights,
powers, and authority the Company had prior to entering this Agreement are retained by
the Company, except as expressly and specifically abridged, delegated, granted or
modified by this Agreement.

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

Section 3. Respecting the subject of "Union Security," the parties mutually agree as
follows:

(a) All regular employees in the bargaining unit represented by the Union shall be
required as a condition of their continued employment to maintain their membership in the
Union in good standing on and after the thirty-first (315!) day following the employee’s date
of hire. The Union shall notify the Company’s Labor Relations Department of any members
who are not in good standing as determined by the Union. For the purposes of this
provision, “membership in good standing” shall mean being a full member or a core fee
payer of the Union.

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

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

(d) The Company shall provide the Union with time to discuss with new employees
the Union and the existence of the collective bargaining agreement. The Company will
provide new employees with electronic and/or paper access to the collective bargaining
agreement, along with the Union’s “Membership Application” and the “Payroll Deduction
Authorization” cards for Union dues or core fees, so that enrollment will be effective 31 days
after being hired. Each calendar month, the Company shall prepare and provide to the
Union an “activity report” that includes a list of employees who during the previous month
were hired into the bargaining unit, were discharged, have taken or returned from leave,
been promoted or demoted, have moved to non-union positions or have resigned or retired.
For new hires, the report will include each employee’s name, job classification, rate of pay
and work location.

(e) Except for those employees mentioned in subsection (d) of this section and
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subject to all state and federal laws, all employees who are not members of the Union shall
be required, as a condition of their continued employment, to pay to the Union the
applicable core fees representing the percentage of the Union’s expenses that are for
representational and other legally chargeable activities.

(f) The Union agrees that any present or future employee who is now or may become
a member of the Union may withdraw from membership in the Union by giving notice in
writing to the Labor Relations Department of the Company and to the Union. However, the
Union will not impose restrictions, which are prohibited by law, on employees who wish to
withdraw from Union membership. After such withdrawal, an employee shall not be
required to rejoin the Union as a condition of continued employment. Any such employee
will remain obliged to pay the applicable core fees.

(g9) The Company agrees to dismiss any employee represented by the Union, at the
written request of the Union, for nonpayment of union dues or core fees or to discipline
employees represented by the Union in the manner herein provided for violation of this
Agreement, if requested to do so, in writing, by the Union. Nothing in this clause, however,
shall be construed so as to require the Company to dismiss or discipline any employee in
violation of any state or federal law.

(h) The Company agrees, after receiving proper individual authorizations by means
of written individual assignments in a form mutually agreeable to both parties, to deduct
Union dues or core fees and initiation fees from employees' pay. This deduction shall be
made a mutually agreed upon number of times each year and shall be forwarded to the
Treasurer of the Union.

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

(j) The provisions of this Article |, Section 3(a) regarding Union Security, shall not be
applied to bargaining unit members in any state in which such union-security provisions are
prohibited by law. The parties agree that, if the current law changes to make such union
security provisions applicable, or not applicable, to any employees covered by this
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Agreement, the Parties will deem the Agreement amended to comply with the then current
law.

Section 4. The Company agrees that it will not attempt to hold the Union financially
responsible or institute legal proceedings against the Union because of a strike, slowdown
or work stoppage not authorized, abetted or condoned by the Union. The Union agrees
that, in the event of an unauthorized work stoppage, it will in good faith and without delay
exert itself to bring the work stoppage to a quick termination and insist that the employee(s)
involved cease their unauthorized activities. To that end, the Union will promptly take
whatever affirmative action is necessary. Furthermore, the Union agrees that any
employee or employees who agitate, encourage, abet, lead or engage in such a strike,
work stoppage, slowdown or other interference with the operations of the Company shall
be subject to such disciplinary action as the Company may deem suitable, including
discharge. In such an event, the only matter that may be grieved is whether or not the
employee actually engaged in the prohibited conduct. No arbitrator shall have the authority
to reduce the disciplinary action imposed on an employee for a violation of this Article and
Section if the arbitrator determines that the employee engaged in the prohibited conduct.

ARTICLE Il

Section 1. The Company agrees to designate and authorize a representative or
representatives to meet with The General Board of the Union. It is agreed that these
meetings shall be held quarterly, at a time mutually agreed upon, and at any other time
upon the written request of either party to this Agreement. These meetings will be held
within seven days after such request is made.

Section 2. The Company agrees to meet and confer with any special committee of
the Union, duly appointed by the President to administer any activity relating to the welfare
of the members of the Union.

ARTICLE 1lI

Section 1. (a) This Agreement and the provisions thereof, shall become effective
April 1, 2023 and shall continue in full force and effect until April 1, 2027, and from year-to-
year thereafter unless changed by the parties.

(b) Either of the parties hereto desiring to change any section or sections of this
Agreement and/or to terminate this Agreement shall notify the other party in writing of the
desired changes at least 60 days prior to April 1, 2027, or any subsequent anniversary
date. During this 60-day period, conferences shall be held by and between the parties
hereto, with a view to arriving at a further Agreement, and in all events this Agreement shall
remain in full force and effect during the period of negotiations.

(c¢) In the event agreement is reached on or before April 1, the 2023 — 2027
Agreement will be extended for a mutually agreed number of calendar days. The Union
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shall have one-half of the mutually agreed number of calendar days immediately following
the date an agreement is reached in which to submit the Agreement to its membership for
ratification and in case of failure to ratify, in order that the Company shall have the remaining
one-half of the mutually agreed number of calendar days as notice before a strike or work
stoppage commences. Providing the mutually satisfactory Agreement is ratified by the
membership within the first one-half of the mutually agreed number of days following the
date an agreement is reached, such Agreement will be made retroactive to the 1st day of
April and any agreed upon wage adjustments will be made retroactive to the 1st day of
April.

Section 2. It is agreed that this Agreement may be amended or added to at any
time by the written consent of both parties hereto.

ARTICLE IV

Section 1. The Company agrees to do nothing to encourage an employee to
bargain individually.

Section 2. The Company agrees that if a matter rightfully termed a Union activity is
referred by an employee to his or her representative or delegate, and this is taken up with
the supervisor or any one qualified or authorized to act for the Company, such Company
representative shall not initiate, negotiate, or discuss this question with the employee
without affording the representative or delegate of the division an opportunity to be present.

Section 3. Departmental supervisory personnel will notify the departmental union
delegate when a significant change or condition affecting that department or a work group
within that department is contemplated by the management of the particular department.
Upon written request by the departmental union delegate or the President of the Union, a
meeting shall be arranged between the Company and the Union to discuss such changes.
When major organizational changes affecting personnel in various departments are
contemplated, the Company agrees to notify the Union President, in writing, at least 14
calendar days in advance of the change, and, upon written request by the President of the
Union, a meeting shall be arranged between the Company and the Union to discuss such
changes.

Section 4. Copies of bulletins issued by the Company concerning working

conditions for any division or department represented by the Union, shall be forwarded to
the General Board of the Union.

ARTICLE V

Section 1. The principle of seniority is recognized by the Company. There shall
be three types of seniority defined as follows:



1. System service shall be based upon the length of time an employee has been
continuously employed by the Company, and shall be the governing factor in
establishing vacation dates.

2. Classified seniority shall be the length of time worked by an employee on a
specific classified job.

3. Bargaining unit seniority shall be the length of time an employee has been
(continuously) employed in a job position within the bargaining unit
represented by the Union, and shall be the governing factor in the selection
of vacation. The bargaining unit seniority list will be maintained by the Union
based on information provided to the Union by the Company. The bargaining
unit seniority list will be provided to the Company and used for the purpose of
vacation selection.

It shall be considered a break in system service and seniority when an employee has
been off the Company payroll, except when an employee has:

(1) Been laid off because of lack of work and has not, at any time during the
period of layoff or during a period not to exceed three years from the date of
layoff, refused to return to work for the Company in a capacity formerly held
or comparable to the capacity formerly held, by the employee. However,
actual time away will be deducted from the employee's system service.

(2) Been granted a leave of absence for good cause by consent of the Company,
without loss of system service and seniority rights, providing the employees
are available whenever necessary for the Company's medical examinations
during the leave of absence. However, the employees will receive vacation in
accordance with the second paragraph of Article IX, Section 5. Requests for
leave of absence and consent hereto shall be in writing.

(3) Entered the military service of the United States or has been conscripted by
the United States Government. No deductions for time away shall be made
from the employee's system service and seniority record.

(4) Resigned voluntarily and subsequently been re-hired. Actual time away will
be deducted from the employee's system service and seniority record, and,
while previous system service shall be maintained, no classified seniority
shall be retained.

Existing system service and seniority records shall not be rearranged to meet the above
requirements in exceptions (1), (2) and (3), but they shall be met in all cases beginning
March 21, 1983.

Section 2. (a) Job available postings for job classifications covered by this
Agreement shall be provided by the Company and posted for a period of seven calendar

e
»
()]

P
(o]
N

P
w



days on the appropriate bulletin boards and/or on the Duke Energy Job Opportunities
Portal page.

(b) If after the initial posting the job opening has not been filled by a qualified
applicant from the department or division, the job available notice will then be reposted
for a period of seven calendar days on all bulletin boards throughout the Company where
there are employees covered by this Agreement. In certain cases where it is known that
there are no qualified applicants within a division or a department, the initial posting may
be waived and the job posting will then be initially posted throughout the Company where
there are employees covered by this Agreement. However, if applications are received
from employees within the department requesting the job opening, these applications will
be given consideration before those received from employees in other departments.
Furthermore, anytime employees are accepted for a job opening on a lateral or cross bid,
they shall not be eligible to laterally or cross bid again for a period of six months from the
date of acceptance. The only exception to this six month waiting period is that employees
may cross bid to another headquarters within the same bidding area at any time.

(c) It is agreed that classified seniority will be considered within a department,
district or departmental section concerning available advancements, although other
qualifications for the particular position will of necessity be considered. All other factors
being sufficient, the employee oldest in the point of classified seniority shall be given a
reasonable opportunity to qualify for the position.

(d) Should the classified seniority of any two or more employees be equal, the
respective seniority position of such employees shall be determined by the Union
randomly drawing the names of the affected employees. The Company will be notified of
the results, in writing.

In the event no fully qualified individual has bid on a Union wide job opening, the previous
experience requirement only will be waived, with the exception of positions within the
General Clerical sequence, and an employee will not be disqualified for promotion on the
basis of not having passed through a lower job in the promotional sequence if otherwise
qualified. Employees who have at least one half of the required previous experience and
are in the direct promotional sequence of a job opening, posted Union wide, where
previous experience has been waived, will be considered for the job before all other non-
qualified employees. Any claim of discrimination in this connection may be taken up by
the Union as a grievance.

(e) An employee may waive his right to promotion, providing such waiver is
presented to the Company in writing and does not prevent other employees from
acquiring experience in the job held by the employee. When an employee waives his right
to promotion, the employee next in seniority, other qualifications being sufficient, shall be
entitled to such promotion. When it is necessary to fill an open position, and no
employees are willing to promote, the Company may assign the junior qualified employee
to promote to the job classification.

(f) If no qualified regular full-time employee has been accepted following the
posting procedure and consideration of requests for demotion, second consideration for
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non-technical job openings shall be given to part-time employees within the bargaining
unit based on qualifications as determined by the Company. For technical job openings,
the Company will give second consideration to part-time employees with a technical
degree and/or technical expertise based on qualifications as determined by the Company.
As a result of these determinations, if the top two or more part-time applicants have equal
assessments, then the non-technical or technical job opening will be offered to the
applicant with the greatest system seniority.

(g) Should the job opening not be filled after the posting procedure above, at the
discretion of management, consideration may be given to requests for transfer which
have been received from employees outside the bargaining unit or may be filled from
outside the Company.

(h) If the particular job opening is not filled within 60 days from the expiration date
of the bargaining unit-wide posting, the job opening will be reposted in accordance with
the job posting procedure outlined above.

(i) The job posting procedure outlined above does not restrict the Company's right
to cancel a job posting at any time.

(j) An employee shall not have seniority rights to bid on a demotion but may, in
writing by letter or by submitting a bid for a posted job opening, request consideration for
a demotion. However, if an employee's request for demotion is granted by the Company,
any accumulated classified seniority will be forfeited in job classifications above the job
to which he demotes.

(k) The Company and the Union agree that the job posting procedure provided
for by this Agreement will not apply to job offers that the Company makes to co-op
students and student interns for full-time positions within the bargaining unit. After the
Company fills a vacant, full-time bargaining unit position(s) with a co-op student(s) or
student intern(s), the Company will utilize the job posting procedure for the next round
of vacancies for that position.

Section 3. (a) In the event of any layoffs or curtailments of employment, the
Company will attempt to place the employee in a temporary assignment. Prior to making
an assignment, the Company will discuss such assignment with the Union. If a temporary
assignment is not available, rollbacks and layoffs shall be made in accordance with
system seniority rights. When the Company reduces the number of employees in a job
classification, the Company will use the following process to determine rollbacks and
layoffs. Employees with the least amount of System Service seniority within the job
classification that is targeted for a reduction will be assigned to vacant positions and/or
replace full-time employees in the bidding area with the least amount of System Service
seniority. Displaced employees must be qualified for the job classification to which they
are assigned and the job classification must be within the same bidding area and below
their former job classification. Displaced employees will be reclassified into the next lower
job classification within their bidding area for which they are qualified, if there are
employees in that job classification and they have less system seniority than the displaced
employees. Displaced employees will have their wage rates red-circled for a period of 18
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months. At the end of 18 months, their wage rates will be reduced to the maximum wage
rate of the job classification to which they were reclassified. Displaced employees who
are assigned to perform work in lower level job classifications, if qualified, will be
reassigned to higher job classifications as they become available within the bidding area,
until the displaced employees return to assignments within their former job classification;
obtain a job within the bidding area at the same or higher wage level as their former job
classification; or, obtain a job in another bidding area. Displaced employees will not be
assigned to or be required to perform the duties of job classifications at levels higher than
their former job classification. Any employees unable to be assigned to vacant positions
and/or replace full-time employees in the bidding area will be subject to layoff.

Part-time Meter Readers will be laid off before any full-time Meter Readers are rolled back
or laid off. The same holds true for part-time and full-time call-takers in the Call Center.

Where multiple part-time employees in a job classification at the same location are
scheduled to work a total of 40 or more hours per week, a qualified displaced full-time
employee in the same bidding area may replace the part-time employees by accepting a
full-time job at that location, if the department can still schedule straight-time coverage for
the required hours.

For those full-time displaced employees with at least 15 years of service and subject to
layoff, including employees who have been placed in a temporary position in accordance
with this subsection, an effort will be made by the Company to find another job at the
same or lower wage level for which the employee is qualified. The Company will discuss
the employee’s reclassification with the Union prior to it going into effect. If there are
multiple displaced employees, vacant positions will be offered by system seniority; an
employee has the right to turn down one offered position. An employee who turns down
a position and who is not currently in a temporary assignment, could be subject to
immediate rollback or layoff in accordance with this Section or to rollback or layoff at the
end of the temporary assignment if no job is available. If the Company identifies such a
vacant position for which the employee is qualified, the Company may reassign and
reclassify the employee without posting the position. If no positions are identified by the
Company the displaced employee, if qualified, will be allowed to displace the employee
with the least amount of system seniority outside of the displaced employee’s bidding
area.

An employee unable to be reassigned and subject to being rolled back to the Call Center
or Meter Reading Departments, will have the option of accepting the assignment in the
Call Center or Meter Reading, being laid off, or being offered a severance as outlined in
Sidebar Letter A-70.

Displaced employees unable to displace full-time employees and subject to layoff, if
qualified, will be allowed to replace employees in part-time positions within their bidding
area, by accepting the wage rate, benefits, work hours and other terms and conditions of
employment of the part-time employee. The two exceptions are Meter Reading and Call
Center, where these employees may retain their full-time status and accept the wage rate
applicable to new full-time employees in these departments. Full-time employees within
the Customer Relations bidding area, but outside the Call Center and Meter Reading
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Departments, may displace a maximum of four part-time employees in each department
(i.e., Call Center and Meter Reading) within a 12-month period.

Employees who were rolled back prior to April 1, 2012 and whose wage rates are red-
circled will continue to have their wage rates red-circled.

An employee will not have the right to recede to a position within his bidding area that he
did not pass through before reaching his present position. For purposes of this section, if
an employee is unable to exercise system seniority rights in lower job classifications
within his department because he did not pass through those job classifications before
reaching his present position, he will be credited with system seniority in all job
classifications lower than his initial job within the bidding area which are in the same direct
promotional sequence. Under no circumstances may an employee exercise seniority
rights outside his own bidding area or in the selection of a specific job within a
classification.

(b) In a department where there have been layoffs and a subsequent increase in
employment exists within three years, the Company agrees to recall those employees in
the department who have suffered a layoff because of lack of employment, in the reverse
order of the dates of their layoffs. It is further agreed that the Company will notify the
employee or employees, in writing by registered or certified mail, to report back to work.
The Company agrees to send a copy of these letters to the Union at the time of the mailing
of the original. If they do not report back to work within a 15-day period, the Company
shall have the right to recall the next employee in line.

(c) It shall be the duty of all employees, including those on layoff status, to have
their proper post office address and telephone number on file with their individual
departments and the Human Resources Department of the Company.

(d) The Union may designate a witness to tests given in a departmental section,
and shall have the right to review the results of these departmental tests upon request.
This does not apply to standard tests given by the Staffing Services Division or by outside
consultants.

(e) The Company will make an effort to find another job classification for which an
employee is qualified if his job is abolished. An employee who, because of this job
abolishment, is assigned to a classification having a lower rate of pay, will maintain his
existing level of pay until the maximum wage rate of the job classification to which he is
assigned is equal to his existing wage rate. This provision does not affect the right of an
employee to bid on a future posted job opening for which he may be qualified.

Section 4. (a) Temporary transfers from one department, district, or departmental
section to another will not affect an employee's system service or seniority rank(s) and
his record will remain posted in the department, district, or departmental section from
which he was transferred.

(b) Permanent transfers from one department, district, or departmental section to
another will not affect an employee's system service or classified seniority, which will be
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used to determine his system service and seniority rank in his new department, district,
or departmental section.

(c) When an employee has successfully bid on a posted job and his move to the
posted job is delayed, consideration shall be given to the proper adjustment of the
employee's seniority rank so that the employee will not be penalized with respect to future
promotions. The employee will receive a seniority date and the wage rate of the job on
which he has been accepted no later than the start of the second pay period after the
employee is notified that he has been accepted for the new job.

Section 5. All new employees shall be classed as probationary for a period of one
year and shall have no system service or seniority rights. After one year's service as a
probationary employee, they shall be reclassified and their system service and seniority
record shall include their previous employment as a probationary employee.

The probationary period of any employee on an approved leave of absence lasting more
than thirty days, will be extended by the duration of the leave of absence.

Section 6. Temporary employees shall be those hired for a specific job of a limited
duration, not to exceed six months unless agreed upon by both parties, and shall not
acquire system service or classified seniority rights. The Union shall be notified of the hiring
of such employees.

Section 7. (a) Part-time employees shall be those hired to perform a continuing
specific work requirement that is temporary in nature or less than 40 hours per week. Part-
time employees will only be used for part-time applications in order to supplement the
regular full-time workforce, unless otherwise agreed. While the intention is for part-time
employees, who are non-temporary in nature, to be regularly scheduled to work less than
32 hours per week, the actual hours worked may be greater due to temporary operational
needs or trading of hours with other employees. The departments utilizing part-time
employees will develop schedules to be worked by such personnel. However, schedules
for part-time employees may at times vary according to work needs. These employees will
work in bargaining unit positions and will be paid the minimum wage rate for the job
classification or at a specially negotiated rate. They shall not acquire classified seniority
rights. Part-time employees may be laid off for any reason without recall rights. Such layoffs
shall not be subject to the grievance procedure. Benefits for part-time employees shall be
on a prorated basis as agreed to by the parties.

(b) Part-time employees may request consideration for other part-time openings
and may submit applications for openings in regular full-time positions. When part-time
employees become full-time employees, they shall be credited with system service for the
length of time they were employed by the Company as a part-time employee on or after
January 1, 1996. For part-time employees who become full-time employees after April 1,
2008 and who have been employed as part-time for at least 12 consecutive months prior
to becoming full-time, the probationary period shall be reduced from one year to nine
months.
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(c) The overtime provisions of this Agreement, including meal compensation, will
only apply to part-time employees when they work in excess of their regular scheduled
hours per day or eight hours per day, whichever is greater. Part-time employees will not
be called out for overtime assignments unless all full-time available employees have been
called. The total number of part-time employees, excluding those in the Call Center and
Meter Reading work groups and those hired to perform a continuing specific work
requirement that is temporary in nature, will not exceed 5% of the total number of full-time
employees performing work represented by the Union.

Section 8. Employees promoted to a job outside the bargaining unit and who return to the
bargaining unit within six months, shall retain all classified and bargaining unit seniority
accumulated up to the date of their promotion. If employees who were in a job outside the
bargaining unit for more than six months return to the bargaining unit the will be placed in
a starting job classification and receive a classified seniority date behind all employees
but shall retain all bargaining unit seniority accumulated up to the date of their promotion
out of the bargaining unit. No employee may return to a bargaining unit job classification
if management does not approve, a position is not available or if as a result, an employee
represented by the Union would be laid off.

ARTICLE VI

Section 1. The parties hereto recognizing the importance of safety projects and
regulations for the protection of the health, life and limb of all employees, agree to make all
reasonable efforts to maintain such rules and regulations conducive to the health and safety
of all concerned. The Company will notify the Union leadership of any work related accident
resulting in the hospital admission or death of any employee in the bargaining unit.

ARTICLE Vi

Section 1. Any dispute or disagreement arising between an employee and the
Company or the Union and the Company involving wages, hours or work, conditions of
employment, or otherwise of any nature arising out of this Agreement may become the
subject of a grievance. However, with respect to any claim or dispute involving the
application or interpretation of an employee welfare or pension (includes defined benefit
and 401(k) plans) plan, the claim or dispute shall not be resolved under the grievance
procedure outlined herein, but instead, shall be resolved in accordance with the terms
and procedures set forth in the relevant plan document. Additionally, should the content
of any communication relating to employee benefits conflict with the terms of the relevant
plan document, the terms of the plan document shall govern. Recognizing the importance
of resolving disputes or disagreements in a peaceful and timely manner and at the earliest
stage possible, grievances shall be processed in accordance with the following
procedure:

1st Step
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An employee must take up any grievance initially with the supervisor involved, within 20
days of its occurrence or 20 days from the time the employee or the Union became aware
of the occurrence. The initial meeting shall be held between the supervisor(s), the
employee involved and the elected union representative or delegate. Grievances in this
step shall be answered verbally at the meeting or within 5 days of the conclusion of the
meeting. The supervisor will also inform the Union of the appropriate management person
to notify in the event that the Union wishes to pursue the grievance to the second step.

2nd Step

If the parties are unable to resolve the grievance following the first step, within 10
workdays of the first step response, the Union may submit a written grievance to the
management of the department designated in the first step. Department management will
schedule a meeting with a small committee representing the Union within 20 workdays
after receipt of the written grievance. A written decision will be sent by email and/or US
Mail to the President of the Local Union within 20 workdays of the Step 2 meeting.

3rd Step

If the parties are unable to resolve the grievance following the second step, within 20
workdays of the second step response, the Union may notify the Labor Relations
Department in writing of its desire to advance the grievance to the third step of the
grievance procedure. The Labor Relations Department will schedule a meeting with the
appropriate management representatives and a small committee representing the Union
within 20 workdays after receipt of the written request. The Labor Relations Department
will render a written decision within 20 workdays of the date of the third-step meeting. The
written response will be sent by email or US Mail to the President of the Local Union.

In the case of a discharge, the Union may bypass the first step of the grievance procedure
and submit a written grievance requesting a second step grievance meeting, within 10
days following the date of discharge.

Arbitration

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

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

(c) The arbitrator so selected shall hold a hearing as promptly as possible on a

date satisfactory to the parties. If a stenographic record of the hearing is requested by
either party, the initial copy of this record shall be made available for the sole use of the

14



arbitrator. The cost of this initial copy and its own copy shall be borne by the requesting
party, unless both parties desire a copy. If both parties desire a copy, they shall equally
share the cost of the arbitrator's copy, and shall each bear the cost of any copies of the
record they desire.

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

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

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

(g) The arbitrator shall have no authority to add to, detract from, alter, amend, or

modify any provision of this Agreement. It is also mutually agreed that there shall be no
work stoppage or lockouts pending the decision of the arbitrator or subsequent thereto.

ARTICLE Vil

Section 1. (a) The parties hereto agree that the wage rate schedules in effect
immediately prior to the execution of this Agreement shall be amended as follows:

MAXIMUM HOURLY WAGE RATES
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Clerical
As Of Effective | Effective | Effective | Effective
April 1, April 1, April 1, April 1, April 1,
2022 2023 2024 2025 2026
Base Increase NA 3.00% 3.00% 3.00% 3.00%
1 $ 1640 $16.89 $17.40 $17.92 $18.46
2 $ 1814 | $18.68 $19.24 $19.82 $20.41
3 $ 20.28| $20.89 $21.52 $22.17 $22.84
4 $ 20.28| $20.89 $21.52 $22.17 $22.84
5 $ 2176 | $22.41 $23.08 $23.77 $24.48
6 $ 2375 $24.46 $25.19 $25.95 $26.73
7 $ 2375 $24.46 $25.19 $25.95 $26.73
8 $ 26.36| $27.15 $27.96 $28.80 $29.66
9 $ 2818 $29.03 $29.90 $30.80 $31.72
10 $ 3030 $31.21 $32.15 $33.11 $34.10
11 $ 3030 $31.21 $32.15 $33.11 $34.10
12 $ 3158 $32.53 $33.51 $34.52 $35.56
13 $ 3298| $33.97 $34.99 $36.04 $37.12
14 $ 3419 §$35.22 $36.28 $37.37 $38.49
15* $ 3495[ $36.00 $37.08 $38.19 $39.34
16* $ 3569 $36.76 $37.86 $39.00 $40.17
17* $ 3749 $38.61 $39.77 $40.96 $42.19
A05 $ 3569 $36.76 $37.86 $39.00 $40.17
* Specially negotiated rates not subject to the Wage Evaluation Committee.

Meter Reading

As Of Effective | Effective| Effective Effective

April 1, April 1, April 1, April 1, April 1,
2022 2023 2024 2025 2026

Base Increase NA 3.00% 3.00% 3.00% 3.00%
MR1 $ 20.22| $20.83 $21.45 $22.09 $22.75

E MR3 $ 24.01 $25.75* | $26.52 $27.32 $28.14
% MR4 $ 2847 $29.32 | $30.20 | $31.11 $32.04
o2 MR5 $ 30.60| $31.52 $32.47 $33.44 $34.44

= |*Specially negotiated rate for the first year of the contract.
Call Center and Revenue Services

As Of Effective | Effective | Effective Effective

April 1, April 1, April 1, April 1, April 1,
2022 2023 2024 2025 2026

Base Increase NA 3.00% 3.00% 3.00% 3.00%
c2* $ 17.23 $21.00 $21.00 $21.00 $21.00
5 Cc3* $ 1508 $15.08 | $15.08 | $15.08 $15.08
E C4** $ 13.00| $13.00 $13.00 $13.00 $13.00
C5** $ 19.00| $23.00 $23.00 $23.00 $23.00
C7* $ 19.75| $23.00 $23.00 $23.00 $23.00

*Eligible for the annual wage increase.
** Not eligible for the annual wage increase.

Employees at the maximum rate of pay will receive the annual wage increase
applicable to Clerical employees in the form of a lump sum.
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Manual
As Of Effective Effective Effective Effective
April 1, April 1, April 1, April 1, April 1,
2022 2023 2024 2025 2026
Base Increase NA 3.00% 3.00% 3.00% 3.00%
[ 7 $ 3240]| $33.37 $34.37 $35.40 $36.46
3 10 $ 30.69| $31.61 $32.56 $33.54 $34.55
% 12 $ 3498 | $36.03 $37.11 $38.22 $39.37
= 16 $ 3498 | $36.03 $37.11 $38.22 $39.37
Technical
As Of Effective Effective Effective Effective
April 1, April 1, April 1, April 1, April 1,
2022 2023 2024 2025 2026
Base Increase NA 3.00% 3.00% 3.00% 3.00%
1 $ 25.85| $26.63 $27.43 $28.25 $29.10
2 $ 28.24| $29.09 $29.96 $30.86 $31.79
3 $ 31.33| $32.27 $33.24 $34.24 $35.27
_ 4 $ 3355 $34.56 $35.60 $36.67 $37.77
Q 5 $ 36.05| $37.13 $38.24 $39.39 $40.57
et 6 $ 37.63| $38.76 $39.92 $41.12 $42.35
oy 7 $ 39.19| $40.37 $41.58 $42.83 $44.11
g 8 $ 4065| $41.87 $43.13 $44.42 $45.75
9 $ 41.83| $43.08 $44.37 $45.70 $47.07
10* $ 43.80 [ $45.11 $46.46 $47.85 $49.29
11* $ 4498 $46.33 $47.72 $49.15 $50.62
12* $ 46.15| $47.53 $48.96 $50.43 $51.94
* Specially negotiated rates not subject to the Wage Evaluation Committee.
CPC
As Of Effective | Effective | Effective Effective
April 1, April 1, April 1, April 1, April 1,
2022 2023 2024 2025 2026
Base Increase NA 3.00% 3.00% 3.00% 3.00%
5 CP1 $ 3211 $33.07 $34.07 $35.09 $36.14
E) CP2 $ 37.86| $39.00 $40.17 $41.37 $42.61
CP3 $ 46.15| $47.53 $48.96 $50.43 $51.94
IT
As Of Effective | Effective| Effective Effective
April 1, April 1, April 1, April 1, April 1,
2022 2023 2024 2025 2026
Base Increase NA 3.00% 3.00% 3.00% 3.00%
5 IT1 $ 43.80| $45.11 $46.46 $47.85 $49.29
E IT2 $ 37.66| $38.79 $39.95 $41.15 $42.38
IT3 $ 31.85| $32.81 $33.79 $34.80 $35.84

(b) These wage rate increases shall not apply to the minimum wage rates of starting
job classifications. Any changes to wage rates, including merit or general wage increases,

17



will be applied beginning the first day of the pay period that includes the effective date of
the increase.

(c) The wage increases mentioned above shall not apply to any employee whose
present wage rate is on or above the new maximum wage rate of his job classification,
except employees who are on physical retrogressions, who shall receive the increase
applicable to their individual wage rate as of the indicated dates of increase.

(d) Manual employees shall be provided the higher of a $10.00 promotional
increase above the maximum wage rate of the job classification from which they promote,
or the minimum wage rate of the job classification to which they promote. Clerical and
Technical employees shall be provided the higher of a $10.00 promotional increase or the
minimum wage rate of the job classification to which they promote. This provision will not
apply when the maximum wage rate of a job classification is not at least $10.00 above the
maximum wage rate of the job classification from which it promotes.

(e) Whenever the difference between the minimum and maximum wage rates of a
job classification is not divisible by $0.25, the intermediate wage rates will be by $0.25
steps, with the exception of the last step to the maximum wage rate of the job. In such
case the increase to the maximum wage rate will include the $0.25 increment plus the odd
amount necessary to equal the maximum wage rate, provided, however, that the total
amount of this increase is less than $0.50.

(f) Any employee in the Union who was on or below the maximum wage rate of his
job classification as of the indicated dates of increase shall receive the increase applicable
to the maximum wage rate of his job classification.

(g) The shift differentials and Sunday premium paid to employees on scheduled
shifts on classified jobs will be as follows:

Name Definition Shift Differential Cents Per Hour
of Shift of Shift April 1, 2023 — March 31, 2027
Day Where the majority of the $0.00
Shift scheduled hours worked
are between 8:00 a.m.
and 4:00 p.m.
Afternoon | Where the majority of the $1.80
Shift scheduled hours worked

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

Night Where the majority of the $1.85
Shift scheduled hours worked

are between 12:00

Midnight and

8:00 a.m.
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When the majority of the hours in a shift are on a Sunday, a Sunday premium will
be paid to an employee for all scheduled straight time hours worked on that shift.

| Sunday Premium | $2.05 |

(h) The nature of the work involved under each payroll classification shall be
defined, as nearly as possible, by the Company and occupational classifications and job
descriptions shall be prepared by the Company and be subject to review by the Union.

(i) The Job Evaluation Committee of the Company will be responsible for evaluating
all new or revised job classifications. The evaluation established by this Committee will be
used to determine the maximum wage rate for each new or revised job classification.
Results of the evaluation will be communicated to the Union at least two weeks before the
effective date of the new or revised job classification.

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

(k) When the Union believes that a new or revised job description does not
adequately describe the principal duties and minimum qualifications necessary to provide
a sufficient basis for evaluating that job description, a letter outlining the Union's suggested
changes may be sent to the management of the appropriate department for consideration.
However, there will be no recourse to the grievance and arbitration procedure because of
the language of a job description or the evaluation of a job classification.

() Where the Union deems an employee to be improperly classified, it will be
considered as a grievance and shall be handled under the grievance procedure described
elsewhere in this Agreement.

(m) Management reserves the right to recognize and reward individuals, crews or
teams for achievement of safety or performance goals or for superior safety or
performance. In addition, employees will be eligible for consideration and reward in
accordance with various Duke Energy recognition programs. All such reward programs will
be administered in a fair and consistent manner.
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Section 2. (a) With the exception of shift differential premium, and a holiday
occurring during an employee's vacation, it is agreed that under no circumstances shall any
section of this Agreement be interpreted to provide the pyramiding of a benefit or premium
payment to employees covered by this Agreement. For example, no employee may claim
sick pay while receiving vacation pay or holiday pay while receiving sick pay.

(b) It is further agreed that there shall be no interruption in the payment of one
benefit in order that employees may receive payment for another benefit. For example,
employees may not interrupt vacation to begin sick leave or interrupt sick leave to include
a holiday. The only exceptions to this provision are that an employee's sick pay may be
interrupted to include vacation pay and that vacation pay may be interrupted to include
death in family pay as set forth in the Agreement.

Section 3. Pay Checks will be directly deposited into one or more bank accounts
employees shall designate and authorize. Direct Deposit advices will be mailed to the
employee's home address if he/she has elected to receive a printed copy. For any
employee who specifically declines to authorize direct deposit. a paper check will be mailed
to the employee's home address.

ARTICLE IX

Section 1. ABSENCE DUE TO SICKNESS, FAMILY CARE AND PARENTAL
LEAVE. (a) Employees will be eligible for paid time off due to qualifying sick or family
care reasons and paid parental leave, on the same basis as the Company’s general, non-
represented employee population.

(b) After a part-time employee with 12 months of service or a full-time employee has
been continuously disabled, subject to medical determination, and unable to return to work
for more than seven consecutive calendar days, the employee will receive Short-Term
Disability pay, on the same basis as the Company’s general, non-represented employee
population, consisting of up to 26 weeks of pay per incident with payment based on the
schedule below or until the employee is able to return to work, whichever occurs first.

Years of Service Maximum Weeks at 100% Pay | Weeks at 66 2/3% Pay
Less than 1 year 0 26
1 up to 5 years 10 16
5 up to 10 years 15 11
10 up to 15 years 20 6
15 or more 26 0

(c) After an employee has been continuously disabled, subject to medical
determination, and is unable to return to work for more than 26 consecutive weeks, and has
exhausted Short-Term Disability benefits, the employee may receive Long-Term Disability
benefits as described in and subject to the eligibility rules and other applicable provisions of
the Company’s Long-Term Disability Plan Description.
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Section 2. Compensation will not be provided for ilinesses resulting from such
causes as: illegal use of drugs or alcohol, willful intention to injure oneself, the commission
of a crime, elective or cosmetic procedures not covered by the medical plan, the employee’s
refusal to adopt such remedial measures as may be commensurate with the employee’s
disability or permit reasonable examinations by the Company.

Section 3. Itis also mutually understood and agreed that the Company shall have
the right to investigate and determine for its own satisfaction the bona fide nature of any
illness for which pay is requested as well as the duration thereof. In order to facilitate the
scheduling of the work forces, employees who will be absent from work are expected to
notify the Company as soon as possible, but not later than one hour after their regular
starting times and in the case of shift workers, one hour before the start of their shifts.
Unless an employee submits a legitimate excuse for not reporting the cause of absence
before the end of the first hour of such absence, the employee’s claim for sick leave pay
shall not begin until such notice is received.

Section 4. When employees have received all of the disability pay to which they
are entitled under this Agreement they shall be granted, upon written request on a form
provided by the Company, a "leave of absence" and shall not be eligible for further disability
pay benefits until they have returned to steady employment.

Section 5. (a) An employee accrues entitlement of 1/12 of their current year’s
vacation for each full month the employee is employed during the current calendar year or
is on STD, or leave of absence. Any employee leaving the Company’s service during any
calendar year shall receive payment for any unused portion of accrued vacation for that
current year as well as any unused carryover vacation time. However, in the event of an
employee’s death, the estate of the employee will be paid the unused portion of the
employee’s total vacation allotment for the current year as well as any unused carryover
vacation time.

Employees returning from military service will receive vacations with pay in the calendar
year in which they return as follows:

Month in which Employee Returns to Amount of Vacation Based on
Company's Employment System Service of Employee
Up to and including June Full
July, August and September One-Half
After September None

(b) In order for an employee to qualify for a vacation, the employee must have been
ready, willing and able to work as a full-time regular or probationary employee during the
calendar year the vacation is taken.

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

Every effort will be made to grant vacations at a time suitable to the employee, but should
the vacation of an employee handicap the operations of the Company in any way, the
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Company reserves the right to require the vacation be taken at another time. Normally,
preference shall be granted in the selection of vacation dates on the basis of system
service.

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

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

(f) Employees with seven or more years of service with the Company shall be
entitled to a vacation of three weeks. Should the amount of work or other working conditions
be such that the operations of the Company would be handicapped by granting of the third
week of an employee's vacation, the Company reserves the right to require an employee
to take his third week of vacation at such time that does not interfere with the operations of
the Company.

(g) Employees with 15 or more years of service with the Company shall be entitled
to a fourth week of vacation or, if required to work by the Company, payment of one week's
wages (forty hours at straight time) in lieu thereof for the fourth week. The Company may
also require such employees to take the fourth week of their vacation at such time as does
not interfere with the operations of the Company.

(h) Employees with 21 or more years of service with the Company shall be entitled
to a fifth week of vacation or, if required to work by the Company, payment of one week's
wages (forty hours at straight time) in lieu thereof for the fifth week. The Company may
also require such employees to take the fifth week of their vacation at such time as does
not interfere with the operations of the Company.

(i) Employees with 32 or more years of service with the Company shall be entitled
to a sixth week of vacation or, if required to work by the Company, payment of one week's
wages (40 hours) at straight time in lieu thereof. The Company may also require such
employees to take the sixth week of their vacation at such time as does not interfere with
the operations of the Company.

() An employee may carryover no more than eighty (80) unused vacation hours
from one calendar year to the next (carryover vacation). The total maximum balance of
carryover vacation may not exceed 80 hours.

ARTICLE X

Section 1. Regular employees entering the armed services of the United States or
employees who are conscripted by the United States Government during a period of
national emergency shall continue to accumulate full system service and full seniority and
may return to their former position or one of equal pay and rank, provided they report for
work with a certificate of satisfactory completion of military or governmental service within
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90 days after their release from active service.

Section 2. (a) All Company sponsored life and AD&D insurance coverage for
employees starting an approved military leave of absence will be continued for a period of
at least 90 days after the employee’s leave of absence begins with the same cost sharing
as before the leave began.

(b) Company Group Life Insurance of employees returning to Company service
within 90 days after their release from active service will be reinstated without physical
examination or waiting period.

Section 3. None of the foregoing provisions in this Article shall apply to those
employees who are not eligible for statutory re-employment rights.

ARTICLE Xl

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

HOLIDAY DATE RECOGNIZED
New Year’s Day January 1
Memorial Day Last Monday — May
Independence Day July 4
Labor Day First Monday — September
Thanksgiving Day Fourth Thursday — November
Day after Thanksgiving Friday after Thanksgiving
Christmas Eve December 24
Christmas Day December 25

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

(c) Regular employees whose duties do not require them to work on holidays will
be paid straight time. Regular employees who are scheduled to work on a recognized
holiday will be paid at time and one-half for all hours worked on the holiday in addition to
their straight time holiday pay.

(d) Regular employees who are called out to work on a recognized holiday for a
period of four hours or less not contiguous with hours worked into or out of the holiday will
be paid for four hours at time and one-half in addition to their straight time holiday pay.
Employees who are called out to work on a recognized holiday for more than four hours
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not contiguous with hours worked into or out of the holiday but less than eight hours will be
paid for eight hours at time and one-half in addition to their regular straight time holiday
pay. Employees who are required to work more than eight hours on a recognized holiday
will be paid at the rate of double time for all such work in excess of eight hours. An employee
must work either his full scheduled day before, or his full scheduled day after a holiday to
be entitled to receive holiday pay. An employee will not be compensated for travel time on
a call-out which occurs on a regular holiday.

(e) When a holiday falls within an employee's vacation, the employee shall, at the
discretion of the Company, either be allowed an additional vacation day at such time in the
same year as shall be mutually agreed upon between the employee and his supervisor or
shall receive eight hours additional pay to compensate for the loss of such holiday pay.

(f) An employee beginning a leave of absence will not receive holiday pay for
holidays occurring after the last day worked except when the employee works the full
calendar day immediately before a recognized holiday which is in the same pay period.

Section 2. (a) An employee who has completed six months of service with the
Company shall be entitled to four compensated Personal days off and one compensated
Diversity day off each calendar year. Requests for Personal/Diversity days should be made
at least five calendar days prior to the date requested and must be approved by
management. However, because of extenuating circumstances, a day off with less than a
five calendar-day notification may be approved by an employee's supervisor; such approval
will not be unreasonably denied. The Company reserves the right to limit the number of
employees who can be off on a specific day. Individual departments will attempt to
accommodate as many requests as possible to take a Personal/Diversity day or vacation
day on Martin Luther King, Jr. Day, Presidents’ Day, and/or Good Friday.

(b) If a Personal/Diversity day is not used during a year, it shall be lost and no
additional compensation shall be granted. Any employee who resigns, retires or is
discharged from the Company for any reason shall not receive compensation for any
remaining Personal/Diversity days.

(c) Personal/Diversity days must be taken in full day increments. Paid
Personal/Diversity days will not be considered as absences for purposes of an individual's
attendance record.

ARTICLE Xil

Section 1. (a) It is agreed that the present establishment of 40 hours per week of
the Company will remain in effect, except in those divisions where longer or shorter hours
are now being worked, and the Company guarantees employment of not less than 40 hours
per week for 52 weeks of each year to all employees represented by the Union as
bargaining agent, who are available and ready to work, and who are regular full-time
employees of the Company, except those on a less than 40 hour basis now. No such
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employees shall be required to work more than 40 hours in any one week, consisting of
seven days, nor more than eight hours in any one day except as hereinafter provided.

(b) Nothing in this section will affect in any manner the right of the Company to make
temporary or permanent reductions in forces when considered necessary by the Company.

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

Section 2. (a) The work week of an employee for payroll purposes and for
determining off-days shall consist of seven consecutive days with a minimum of two
scheduled off days and be from midnight Sunday to midnight the following Sunday.
Employees working on a shift beginning two hours or less before midnight will be
considered as having worked their hours following midnight.

(b) Regular scheduled hours of work per day will be at straight time for regular
scheduled work days, time and one-half for the employee's first scheduled off-day in the
work week, double time for the employee's second scheduled off-day in the work week and
time and one-half for any additional scheduled off-days in the work week. Any time in
excess of the employee's regular scheduled hours per day will be paid at the rate of time
and one-half except the employee's second scheduled off-day worked which will be paid at
double time.

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

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

(e) In no case will an employee be forced to take time off in lieu of overtime pay.
The Company shall be the sole judge as to the necessity for overtime work, and the
employee shall be obligated to work overtime when requested to do so. When overtime
occurs in a group or department, where more employees are qualified and available to work
than are necessary at the moment, the Company agrees to establish a system of selecting
the employees who are to work, in a sincere effort to equalize overtime work. The
employees will be notified in advance, whenever possible, when they are required to work
overtime.

Section 3. (a) The Union recognizes the need for shift work and weekend work in
order to provide for continuous operation, and overtime rates will apply as set forth in Article
XII, Section 2.

(b) An employee who is transferred from his regular shift to another shift shall be
notified of said transfer at least 24 hours prior thereto.

Section 4. (a) Employees called out for other than planned overtime shall be paid
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a minimum of four hours at the appropriate overtime rate. Travel time of one-half hour each
way will be allowed on a call-out when such call-out exceeds four hours of continuous work
that is not contiguous with a regular scheduled shift. Employees will not be compensated
for any travel time for planned overtime; or on a call-out when the employee is not released
from work before his regularly scheduled shift; nor will travel time be allowed when overtime
is worked continuously at the end of a regularly scheduled shift.

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

Section 5. (a) Employees working two hours or more in excess of their normal work
day, shall receive a meal, or compensation in lieu thereof, and an additional meal, or
compensation in lieu thereof, after each additional five hours of continuous overtime work
over and above the original two hours mentioned above.

(b) Employees called out on either their scheduled off day, or four or more hours
before his regularly scheduled starting time, shall be furnished a meal, or compensation in
lieu thereof, for each contiguous five hour interval worked even though he works into his
regularly scheduled work day.

(c) The meal compensation allowance referred to above shall be as follows:

Effective June 12, 2023 — March 31, 2027
$12.00

Section 6. It is further agreed by the Company that any manual employee
temporarily advanced to a higher classification shall receive the minimum rate of pay
applicable to that classification if such work is for four hours or more. If such work is for
more than four hours the employee shall receive the minimum rate of pay applicable to that
classification for the remainder of the normal day worked. In the administration of this
section of the Agreement, a temporary assignment shall be construed to mean any job
assignment which is not expected to continue for more than 90 consecutive days.

Section 7. (a) Employees in this bargaining unit temporarily assigned to a
supervisory position outside the bargaining unit for four hours or more, shall receive $1.50
per hour above the maximum rate of pay of either their job classification, or the highest
rated job classification they supervise, whichever is greater. It is expressly understood that
employees temporarily assigned to a supervisory position shall direct the flow of work and
oversee the assignment and completion of work in accordance with applicable policies and
procedures in the department. However, they shall not have any responsibility for making
hiring decisions, issuing evaluations or discipline, or moving work currently performed by
other bargaining unit members into or out of any department.
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(b) Employees promoted to a job outside the bargaining unit and who return to the
bargaining unit within six months, shall retain all classified seniority accumulated up to the
date of their promotion. If employees who were in a job outside the bargaining unit for more
than six months, return to the bargaining unit, they will be placed in a starting job
classification and receive a classified seniority date behind all employees. No employee
may return to a bargaining unit job classification if, as a result, an employee represented
by the Union would be laid off.

ARTICLE Xili

Section 1. (a) The Company agrees that upon his or her return to work from illness
or disability, consideration will be given to the employee's physical condition, and, if
possible, a less vigorous type of work will be granted at no reduction in the employee's
regular pay for a temporary period to be determined by the employee's and the Company's
physicians.

(b) If an employee with 15 or more years of service becomes physically unable to
satisfactorily and safely perform the regular duties of his classification, an effort will be made
by the Company to find work of a less strenuous nature for which he is qualified and to
which the employee will be retrogressed. The employee's wage rate will be reduced by an
amount equal to the semi-annual merit increase for the employee’s job classification at the
time of the assignment to a job of a lower classification and at six months' periods will be
reduced by an amount equal to the semi-annual merit increase for the employee’s job
classification until the employee's wage rate is equal to the maximum wage rate of the job
classification to which he has been retrogressed.

(c) If an employee with 10 to 14 years of service becomes physically unable to
satisfactorily and safely perform the regular duties of his job classification, he may request
a demotion to a lower classification requiring work of a less strenuous nature for which he
is qualified to perform. If such a demotion is granted by the Company, the employee will
be assigned to a lower classification and will have his wage rate red-circled until it is equal
to the maximum wage rate of the job classification to which he has been demoted.
Employees whose wages have been red-circled and who subsequently achieve 15 years
of service will become retrogressed in accordance with paragraph (b) above.

(d) If an employee with less than 10 years of service becomes physically unable to
satisfactorily and safely perform the regular duties of his job classification, he may request
a demotion to a lower classification requiring work of a less strenuous nature for which he
is qualified to perform. If such a demotion is granted by the Company, the employee will
be assigned to a lower classification and will have his wage rate established at the
maximum wage rate of the job classification to which he has been demoted.

Section 2. Injured employees who are unable to work because of an industrial
accident will be paid a supplement in an amount equal to one half of the difference between
what he/she would have received at regular work and the amount received as
compensation for such injury, for a period not to exceed 26 weeks. This supplemental
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industrial accident compensation will begin after the initial seven calendar day waiting
period and will continue for not more than 26 weeks of continuous disability. If, however,
an industrial accident disability continues for two or more weeks, the employee will receive
this supplemental industrial accident compensation for the initial seven day waiting period.

Section 3. Upon the death of the designated relatives of an employee, the
employee, upon request, may be entitled to the stipulated maximum number of calendar
days off for which the employee is entitled to receive regular pay for not more than the
indicated number of consecutive working days, including the day of the funeral. No pay will
be granted for regular scheduled off days.

Relationship Maximum Consecutive Maximum Consecutive
Calendar Days Off Working Days Off With Pay
Spouse or Domestic Partner 7 5
Child/Step/Foster 7 5
Mother/Step/Foster 7 5
Father/Step/Foster 7 5
Brother/Step/Foster 7 5
Sister/Step/Foster 7 5
In-Laws (father, mother, 5 3

brother, sister, son or
daughter)
Grandchild/Step
Grandparent/Spouse’s
Grandparent

Any relative who resides in 7 5
the employee’s household.
Aunt/Uncle
Nephew/Niece

(G211 &)
wlw

(G2 11é)
wlw

If an employee has reported to work and is notified of a death in the family and leaves the
job, the day will not be charged as one of the consecutive working days for which the
employee is entitled to receive regular pay.

ARTICLE XIV

Section 1. The Company agrees to erect bulletin boards at locations to be selected
by the Union and the Company. The use of these boards is restricted to the following:
notices of Union meetings, notices of Union elections, notices of changes within the Union
affecting its membership, and any other notices issued on the letterhead of the Union.
There shall be no other general distribution or posting by the members of the Union of
pamphlets, or political literature of any kind, except as herein provided.
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ARTICLE XV

Section 1. Any member or members not to exceed three members elected or
employed by the Union whose duties for the Union require their full time shall be granted a
leave of absence by the Company for six months and additional six months' periods
thereafter, provided that each member is from a different promotional sequence or that the
Company has granted permission for two members to be from the same promotional
sequence. On return to the employ of the Company, such employees shall be employed at
their previous classification or other higher classification within this unit for which they may
be qualified.

ARTICLE XVI

Section 1. (a) The Company agrees to notify the Union of the contemplated hiring
of any outside contractors to do work normally performed by regular employees covered
by this Agreement. Such notification will be given if it is contemplated that the work will be
in excess of 2,000 man-hours.

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

Section 2. (a) Each employee shall have a specific headquarters for reporting for
work. However, the right of the Company to effect transfers and reassignments to
properly run its business is recognized.

(b) When it is necessary to temporarily assign employees to a headquarters other
than their own or to a job site reporting location that is further from their home than their
regular headquarters, these employees will be paid mileage at the prevailing rate based
on the additional round-trip mileage employees are required to drive. No mileage
compensation will be paid for the temporary assignment if the other reporting location is
closer to the employee’s home. Employees reassigned (non-temporary assignment) to a
different headquarters will be paid mileage compensation during the first fourteen
calendar days of the reassignment.

(c) When an entire work group is assigned to a new headquarters, paragraph (b)
of this Article shall not apply.

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

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

ARTICLE XVII

Section 1. Witness Fees. Regular pay and reasonable or required expenses will
be allowed employees who may be summoned or requested to testify for the Company.

Section 2. (a) Employees required to serve on a jury shall be compensated on the
basis of their regular salary. Employees must report to work during the working hours when
they do not need to be present for jury duty.

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

ARTICLE XVl

Section 1. RETIREMENT INCOME PLAN: (a) Eligible Union employees hired or
rehired before January 1, 2016 will continue to participate, in the Duke Energy Retirement
Cash Balance Plan (the “Pension Plan”) under the same benefit formulas as are in effect
on the date of this Agreement, and, as set forth in the April 15, 2015 Letter Agreement titled
‘Amendment to A58 Retirement Plan Agreement. Employees hired or rehired on or after
January 1, 2016 will not be eligible to participate in the Pension Plan.

(b) Itis agreed that the Company will not reduce the benefits and the Union will not

request any change in the Pension Plan until the expiration of the Agreement on April 1,
2027.

ARTICLE XIX

Section 1. Any insurance benefit plans under the Duke Energy Health & Welfare
Benefit Plans not specifically referenced elsewhere in this Contract (i.e. life insurance,
supplemental, accidental death and dismemberment and dependent life insurance) that the
Company maintains and/or implements for the general non-unionized employee population
shall also be provided to the bargaining unit employees at the same benefit levels, costs
and plan design structure as for the non-unionized employees. The Company has the right
to add, eliminate, and alter or to make any other changes to these insurance benefit plans
or the employee costs for the plans, consistent with any changes it makes for the general,
non-unionized employee populations.
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ARTICLE XX

Section 1. HOSPITAL AND MEDICAL PLANS: (a) Health care coverage shall
consist of the specially negotiated EPO Plan and shall remain in effect for the term of the
2008 — 2012 Contract. All terms of the specially negotiated EPO Plan, regarding plan
design, covered services, premiums and other employee costs, shall be in accordance
with the 2008 negotiations letter of agreement entitled “Health Care Benefits.”

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

(c) The Company's part of the premium will continue to be paid while an employee

is receiving iliness or accident compensation provided the employee was covered by such
a contract immediately prior to their sickness or industrial accident.

ARTICLE XXI

Section 1. The level of benefit coverage within the medical, dental, flexible
spending accounts, basic and additional life, long-term disability, and pension plans will
remain substantially equivalent to the coverages mutually agreed upon during
negotiations.

ARTICLE XXl

Section 1. (a) Eligible Union employees will participate or continue to participate
in the existing Duke Energy Retirement Savings Plan (the “RSP”); provided, however, that
(i) for eligible Union employees in the Cinergy Traditional Formula under the Duke Energy
Retirement Cash Balance Plan (RCBP), the matching contribution formula (rate and
definition of eligible compensation) under the RSP will continue to be the formula in effect
prior to January 1, 2009 (i.e. 100% match on pre-tax and Roth RSP contributions up to 3%
of the participant’s eligible pay, 50% match on the pre-tax and Roth RSP contributions on
next 2% of the participant’s eligible pay, and an incentive match based on the attainment
of corporate goals established by Duke Energy), (ii) for all other eligible Union employees,
the matching contribution formula (rate and definition of eligible compensation) under the
RSP will mirror the matching contribution formula provided under the RSP for all eligible
union employees other than “Cinergy Traditional Employees” as of the date of this
Agreement (i.e. 100% match on pre-tax and Roth RSP contributions up to 6% of the
participants eligible compensation, with no incentive matching contribution opportunity),
and (iii) for eligible Union employees who are not eligible for the RCBP on or after January
1, 2016, the RSP shall provide the Employer Retirement Contribution formula (rate and
definition of total pay under the RSP that mirrors the Employer Retirement Contribution
formula provided for all participants who are not eligible to participate in a defined benefit
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pension plan (i.e.4% of total pay) as of the date of this Agreement.

(b) The RSP is contained in the existing Duke Energy Retirement Savings Plan as
restated effective January 1, 2014 and as subsequently amended.

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

32



B WITNESS WHEREOF, the Utility Workers Union of America, AFL-CIO, Local 600,
formerly the Independent Utilities Union, Cincinnati, Ohio and Duke Energy Ohio, Inc.,

Duke Energy Kentucky, Inc., do he
this Agreement in duplicate on this

DUKE ENERGY OHIO, INC.
DUKE ENERGY KENTUCKY, INC.

:,:’///‘ A - \r L
Amy Spme”r
State President-Ohio/Kentucky

JayR)Alvaro
Vice President, Employee and Labor
Relations

Lisa A. Gregory 3 a
Manager, Labor Relations

j UL 10U

Terri Bames
Sr. Human Resources Consultant

Diane Smiley x

Sr. Human Resources Consultant

by their duly authorized agents, execute and sign

2023.

UTILITY WORKERS UNION OF AMERICA,
AFL-CIO, LOCAL 600

Mo frutacd
0, ol

Holly Mcl.gughlin
Vice President

T \ebocs

D.L. Wallace
Secretary

Do) 4 Lo

David Loefith
Treasurgr

Lovell Knight
De

reg Adams
National Representative,
UWUA Region Il
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Appendix A

Historical Documents Preserved
And Made A Part Of This Agreement
For Interpretation And Application

The index and marginal references in the Labor Agreement to documents in Appendix A are
intended only for convenience in administering the Labor Agreement. The index and marginal
references and Appendix A are not intended to list every document that could be applicable to
any factual situation arising under a given Article or Section of the Labor Agreement. It is also not
intended that each document referenced in an Article or Section will be applicable to any or all
factual situations covered by the referenced Article or Section. No inferences, presumptions, or
conclusions shall be drawn by the Company, the Union, or any arbitrator from the indexing of, a

marginal reference to, or failure to reference any document listed in Appendix A.



Document Document Article Subject
Number Date
A-1 12/22/71 IX, 5(c) | Vacation Selection
A-2 07/16/74 V, 4(b) | Inter-Department Transfers
A-3 03/28/77 V, 2(c) | Multiple Posting System in Property Department
A-4 03/28/77 V, 3(d) | Testing Procedures When Employees Promote
A-5 04/13/12 1X, 4 Leaves of Absence
A-6 04/18/89 V, 6 Hiring Co-ops — Union Notification
A-8 04/13/12 IX, 5(c) | Partial Day Vacation Administration
A-9 04/18/89 I, 2(c) Falsification and Tampering with Company Records
A-11 04/16/92 Xl, 1(d) | Holiday Call-Out
A-12 04/16/92 XIl, 2(a) | Flextime
A-13 04/16/92 XIlI, 3(b) | 24 Hour Notice — Change of Shift
A-14 04/16/92 1, 1(a) Reorganization of Distribution Operations Division
A-15 04/16/92 XVI, Out-of-Town Work or Training
A-17 04/13/12 Xllz,(gza) Four 10-Hour Day Guidelines
A-18 04/16/92 VII, 1(a) | Personal Attorneys
A-32 04/14/15 1,1 Time Off for Union Duties/Business
11, 1(b)
VI, 1(a)
A-38 09/02/98 VIII, 1(i) | BOGAR Job Evaluation System
A-40 12/29/00 VIIl, 1(e) | Manual, Clerical and Technical Job Classifications
VIII, 1(h)
VI, (i)
A-41 05/14/03 VIII, 1(i) | Disconnect Non-Pay, Succession and Special Reads
A-42 06/10/04 XX, 1 Post-Retirement Medical
A-42a 04/13/12 XX, 1 Amendment to Sidebar Letter A-42 Post- Retirement Medical Benefits
A42-b 04/01/19 XX, 1 Amenf:lment to Sidebar Letter A-42 and A42a Post-Retirement Medical
A-46 04/01/19 XIl, 6 'I?:rr:fgg:ary Upgrading in Clerical and Technical Jobs
A-48 04/01/19 V, 7(a) East Meter Reading
VIII, 1(a)
A-49 04/21/05 V, 3(a) | Interplant Seniority Rights
A-51 04/21/05 XI, 2(a) | Personal/Diversity Day Requests
A-55 04/21/05 V, 3(a) | Job Elimination Situations
A-58 06/02/08 XX, 1 Retirement Plan Agreement
A-58a 04/14/15 XX, 1 Amendment to Retirement Plan Agreement
A-59 06/02/08 Misc. Sabbatical Vacation Bank and Vacation Credit Programs
A-60 06/02/08 Misc. Union Employee Annual Incentive Program (UEIP)
A-60a 04/14/15 Misc. Amendment to Union Employee Annual Incentive Plan (UEIP)
A-60b 04/01/19 Misc. Amendment to Union Employee Annual Incentive Plan (UEIP)




A-61 04/01/23 V, 7(a) | Cincinnati Call Center
VIII, 1(a)
A-62 06/02/08 Misc. Part-Time Employee Benefits
A-64 04/01/23 VI, 1(a) | Revenue Services Representatives
A-65 04/01/23 V, 2 Competency Based Selection
A-70 04/01/19 V, 3(a) | UWUA Severance Program
A-71 04/13/12 XIl, 2(b) | Overtime Provisions
A-72 04/13/12 Outsourcing Affecting Job Elimination
A-73 11/16/09 Misc. LIT Job Progression
A-74 03/31/11 Xll, 4(a) | On Call Rotation — Local IT Support
A-76 04/01/23 Xll, 2(b) | Emergency Work
A-77 05/08/14 Misc. Senior Work Management Support Specialist
A-79 04/14/15 Misc. Separation of Delivery Operations and Gas Operations
A-80 04/14/15 Misc. Global Positioning Systems (GPS)
A-81 04/01/23 Misc. Engineering Specialist Progression
A-82 04/14/15 V, 2 Customer Relations Representative/Clerk C Positions
A-83 04/01/19 \ Inclement Weather
A-84 04/01/19 Xll, 2(a) | Alternate Work Schedule
A-85 04/01/19 Misc. Gas Marketing Progression
A-86 04/01/19 Misc. Lighting Specialist
A-87 03/16/2021 Misc. GIS Progression Letter
A-88 04/01/23 Misc. Special Union-Wide Lump Sum Bonus Opportunity
A-89 06/23/2021 Misc. Remote Work
A-90 2/24/2020 Misc. Establish Network Engineering Specialist Classification
A-91 6/16/2021 Misc. Generating Station Clerk
A-92 6/25/2022 Misc. ES Admin. Office Clerk
A-93 7/26/2022 Misc. Transmission Office Coordinator




THE CINCINNATI GAS & ELECTRIC COMPANY

CIHNCINNATI. OHIC 45201

December 22, 1971

Mr, Charles J. Neuhaus
Chai rman

J:ndepmdent Dtilities Union
P,O, Box 1757

Cincinnati, Ohio 43201

Dear Mr, Heuhaus:

. Reference is made to pur discussion at a meeting on Novamber 30, >
1971 and to your letter of December 1, 1971, concerning a umiform
vacation selection procedure for employees represented by the Inde-
pendent Ut:ilz.ties Union, -

In accordance with our conversation, the Company will adopt
the followlng vacation selectlon procedures effective January 1,

X972y

Preference for the first two weeks of vacation to whieh .
an employee 1s entitled will be 'considered within a job clas~
sification at each particular work location on a system service .
basis.” Emplpyees entitled to more than a two week vacation

r select that additional vacation on a system service basis
after all eligible employees within the job rlassification at
each particular work. location have had an opporitunity to se-'
lect the dates for at least two weeks of their vacat:ion. )

It .18 emphasized that this procedure will in no way affect the Com-
pany's right to determine the number of employees who may take a
vacation at any one time,

Please confirm that the ;:_arocedure stated in this letter is sat-
isfactory to the Union so that the various' affected Company depaxtuents
may be notified prior to January 1, 1972,

Vexy truly yours,

etk €. B

Robert E. Byrnes
Manager
Industrial Relations

A-1




{Due to the deteriorating cohdition of the original, this letter has been retyped.)

July 18, 1974

Mr. Charles J. Neuhaus
Chairman

Independent Utilities Union
P.Q. Box 1757

Cincinnati, Ohic 45202

Dear Mr. Neuhaus:

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

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

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

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

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

Very truly yours,

Robert L. Byrnes
Manager
Industrial Relations

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




{Due o the deteriarating condition of the original, this letter has been retyped.)

March 28, 1977

Mr. E. Edward Divine
Chairman

Independent Utilities Union
P.O. Box 1757

Cingcinnati, Ohic 45201

Dear Mr. Devine:

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

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

A “posting” is the announcement of a job opening on the proper forms which are
displayed on the bulletin boards of headquariers within the four divisions of the
Property Depariment.

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

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

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

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

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




Mr. E. Edward Divine
March 28, 1977
Page 2

To be valid, a bid must be made out in duplicate and signed by the bidder's supervisor on or prior o
the closing date of 4 posting. One copy of the bid will be returned fo the bidder and the other copy
will be forwarded to the general office of the Property Department. All bids submitted in the
beginning of a calendar year will be retained and used for processing all postings for the calendar
year unless changed by ihe employee.

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

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

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

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

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

A “results of job opening” will be posted after ali bids have been processed. This form will indicate

the successful applicants, the headquarters, shift schedule, type of change and effective date. Any
applicable payroll changes will be effective on the date which is deSIQnated on the multiple posting

resuits sheet.

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

I addition to permitting more than one cross-bid per posted opening, it is believed that this
procedure will materially reduce the time required for the filling of job openings thereby expediting

the promotion of employees. It is contemplated that this change in procedure in the Property
-Department will become effective on or about May 1, 1977.

Very truly yours,

Arthur R. Ehrnschwender




{Due to the deteriorating condition of the originel, this fetter has been retyped.)

March 28, 1977

Mr. E. Edward Divine
Chairman

independent Utilities Union
P.Q. Box 1757

Cincinnati, Ohio 45201

Dear Mr. Divine:

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

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

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

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

Very truly yours,

Arthur R. Ehrmschwender




P Duke
@ Enerqy-
April 13, 2012

Mr. James Anderson

President

Utility Workers Union of America
IUU Local 600

810 Brighton Street

Newport, Kentucky 41071

Re: Leaves of Absence

Dear Mr. Anderson:

During 2012 contract negotiations, the parties discussed Sidebar Letter A-5 dated April
10, 1986 regarding good cause for granting leaves of absence. The parties recognized
that there have been significant legal developments since 19886, including but not limited
to passage of the Family Medical Leave Act (FMLA) and the Uniformed Service
Employment and Reemployment Rights Act (USERRA). Given these and other similar
developments, the parties agreed to replace the April 10, 1086 Sidebar Letter as set
forth herein.

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

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

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

it is difficult to enumerate the variable circumstances under which employees may be

granted personal leaves of absence. The Company evaluates each request on an
individual basis in light of the surrounding circumstances specific to such request. For

A-5




example, leaves of absence will not be granted for individuals who are absent due to
incarceration or for individuals wha want to try full-time employment elsewhere.

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

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

Very truly yours,
J . Alvaro

Vice President, Labor Relations




CG&E The Energy Service Company -

Tha Cincinnat Bag & Eleciric Company Robert E. Bymes
PO. Box 960 Cintinnat, Ohig 452010960 Senitr Vice Prastdent

April 18, 1989

Mr. Patrick G. Bradford
Chairman

Independent Utilities Union
P, O, Box 1757
Cincinnat, Ohio~ 45201

Dear Mr. Bradford:

During the 1989 negotintions, the parties discussed the possibility of the

Company notfying the Union of the initial employment of co-ops in two year
.Associate Degree programs.

As agreed during these negotiations, Department Managers wil attempt to

inform the Union delegates whenever a two year co-op is hired within their
areas of responsihility.

1t is thought that by proceeding in this manner, the concerns expressed by
the Union during the negotiating meetings will be slleviated,

Very truly yours,
Al ¢ /J;qu/
Robert E. Byrnes



P Duke
& Energy:
April 13, 2012

Mr. James Anderson

President

Utility Workers Union of America
IUU Local 600

810 Brighton Street

Newport, Kentucky 41071

Re: Partial Day Vacation Administration

Dear Mr. Anderson:

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

As was agreed, department managers will review their individual work groups and
where it will not disrupt normal operations, at their discretion, permit requests for partial
day vacations in increments of one-half the employee’s scheduled work day but not less
than four hours. it was further agreed that requests for these partial days must be made
at least seven calendar days prior to the date requested and must be approved by
supervision. However, because of extenuating circumstances, a partial day off with less
than a seven (7) calendar day notification may be approved by an employee’s
supervisor.

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

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

Very truly yours,
J . Alvaro

Vice President, Labor Relations




CG&E The Energy Service Company

The Cinginnali Gas & Bectic Company Pobert E. Bymas
PO. B 950 Cincinnall, Ohvo ¢5201-0560 Servior Vice Prasident

April 18, 1589

Mr. Patrick G. Bradford
Chairman

Independent Utilities Unjon
P. 0. Box 177
Cincinnati, Ohio 45201

Dear Mr. Bradford:

During the 1989 negotintion weetings, the committeee for the Company
and the Union discussed the degree of discipline to be administered to
employees who falsify or tamper with Company records. .

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

In many disciplinary situations, the Company adheres t0 a palicy of
progressive and constructive discipline in- order to impress upon employees
the nature of Company expectations. However, as mutuslly agreed wupon
during the negotiations, employees whose dishonest acts adversely sffect the
Company will be summarily discharged. For example, it has been a long
established Company policy that sll meter reading personnel will be terminated

who curb readings, falsify records, or are gullly of defalcation; immediate
discharge for these activitles will continue.

Employees in various departments have access to Company and other
accounting and business records and sre confronted with situations whera
sircumstances could allow indiscretions for their personal gain or the benefit
of others without proper remmneration to the Company. Meny positions of
trustworthiness could be misdirected to a manipulatfon or Ffalsificetion of
Company records In a fraudulent, larcenous, or otherwise dishonest manner.
As agreed, such activities will result in immediate termination of employment.

© I the types of activities occur as deseribed above, the Company will
react in pgood faith upon a full, fah, snd impartial investigation. The
Company will take every precsution to evaluate particular incidents in full
light of all circumstances in order to make certain that any summsary
tarmination 18 not wunderiaken in en arblitrary, capricious, or disparate
wanner,

Very truly yours,

9
bt ¢ Kot/

Robert E. Byrnes A'g



CG&E The Energy Service Company

The Cincinnay Gas & Eleciric Company
BQ.Bex 560 Cinennan Ohio 452010960

April 16, 1992

Mr. Patrick G. Bradford
Chairman

Independent Utilities Undon
P. 0. Box 1757
Cincinnati, Chio 45201

Dear Mr. Bradford:

During the 1992 negotiation meetings, representatives of the Company
and the Union discussed the nagotiated intent and the current administration
of holiday call out provislons contained In Articls XI, Sectdon 1 (d) of the

Agreement.

There was no dispute between the parties as to how an employes is
compensated for any call out assignment where all the hours warked by the
individual were entirely within the hdliday (midnight to midnight). When
such call out assignments are for four hours or less the emplbyece receives
four hours pay at the apprepriate overtime rate and no travel pay. When
such call outs are more than four hours but less than eight, the employee
receives eight hours of pay at the appropriate overtime rate and no travel
pay. When an employee works entirely within the haliday for more than eight
hours, all hours worked after eight hours are compensated at the deuble Hnme
rate of pay with no travel pay. The area of dispute between the partes
concerns those call out assignments which are worked contiguous to hours on
the day befere or the day aftzr a haliday.

In crder to completsly resolve this matter, the Company is willing to
compensate the empioyee for cne hour of travel time at the appropriate rate of
pay for call outs of four hours or more contiguous with hours werked into oz
out of a Company recognized haliday. However, the guarantes of eight hours
pay for a call out that is more than four hours but less than elght that is
contained in Artcle XI, Section 1 {d} will not apply to call outs that are
contiguous with hours into or out of the heliday.

By proceading in this manner, i is thought that a consistent and
equitable manner of administering the hcoliday pay previsions of the Agreement

can be attained.
Very truly yours, Z

- Edward R. Schuette

A-11




CG&E TheEnergy Service Company

The Cinginnati G33 & Electric Company
PO.Bxe360 Cincinnat, Olio 452010560

april 16, 1992

Mr, Patrick 6. Bradford
Chairmpan

Independent Utilities Union
P. 0., Box 1757
Cincinnatdi, Ohio 45201

Dear Mr. Bradicrd:

During the 1992 negotiation meetings between the Company and the
Union, the committees discussed the use of flextime,

As was discussed during these meet:lhgs, it is the palicy of the Company
to e flextime programs In thosa work gxroups where such scheduling is
deemed approprlate by the Department Manager. Although the Company

reserves the right to discontinue the use of flextime where appropriate, it
will mest with the Union befare proceeding.

It is thought that this will adequately describe the discussion concerning
this matter.

Very truly yours,

20

Edward R. Schuctte

A-12




CG&E TheEnergy Service Company

_TheCincinniati Gas & Electrie Compary
PO.Bou 960 Cincinnali, Cnio 45201-09€0

April 16, 1992

Mr, Patrdck G. Bradford
Chairman

Independent Utilities Undon
P. 0. Box 1757
Cincinnatd, Ohic 45201

Dear Mr. Bradford:

During the 1992 negctiation meetings, the committees for the Company
and the Union discussed the change of schedule provision in Article X,
Section 3 (b).

A:ﬂ:]_:ough the language in the current Agresment states that an employee
will receive at least a 24-hour notice of a change in shift, the Company will
attempt to give at least a five calendar day notice of such changes,

It is thought that this iz a fair and equitabls policy which will satisf
the interests of all coneerned. o

Very truly yours,

&l Ortdfler

Edward R. Schuetts

A-13




CG&E The Energy Service Company

The Cinginnati Gias & Bleciric Company
PO.Bam260 Cincinnas, Ohio 45201-0360

Rpril 16, 1992

Mr. Patrick G. Bradford
Chairman

Independent Utilittes Union
P, 0, Bax 1757

© Cincdnnati, Ohin 45201

Dear Mr. Bradford:

During the 1892 negotistions, the committees for the Company and the
Union discussed the receganization of the Distribution Operations Division
of the Electric Systems Operations Department.

As was agreed during these negetiations, the supervisory pesitions within
thie section will have the flexibility to perform bargaining unit work when an
Operations Technimian is unavailahle tn readily respond to a customer ingquiry

that needs immedixte attention. On those occasions supervision will e able to
investigate, resddve and recommend salutions to customers about thelr
inquiries. They may also bhe satting test equipment and or preparing wxitten
recommendations for customers. It is antigipated that the perfrmance of this
bargaining unit work will be minimal. As stated during the negotations, it is
theought that supervisory employees will only perform these types of operations
on an average of one per week. In the event that the Operations Technician,
assigned to a specific area, Is on vacatdon, that average may increase to
approximately two to three per week. This agresment does not restrict
superviscry employees from doing work they previously performed,

It is thought that this agreement will enaklas us to befter serve our

< oAl

Edward R. Schuetta

A-14




FCG&E The Energy Service Company

ThaCinonnatt Gas & Eleciric Compary
PO. Bax 560 Cirmnnat, Otvo 52000860

April 16, 1932

My, Patcick G. Bradford
Chairpan

Independent Utilities Undon
P, 0, Box 1757
Cincinnatdi, ohio 45201

Dear My, Bradford:

During the 1952 negotation meetings, representatives for the Company
and the Union discussed the paliddes and procedures to be utilized when
employees ars required to work or train at out-of-town lecations.

The mode of transpertation to be utilized for all out—of-town tips will be
determined by the Company. Commercial ajrlines will be used whenever
poesinle. The Company will nermally furnish roundtrip airline tickets (tourdst
or ccach class) bketwegen the Greater Cincnnatd Airport and the peint of
destnation. If pror arrangements are made and the Company agrees,
employees nay drive to and from their destination and be reimbursed at the
appropriate mileage rate but not excesding the cost of the roundtip airlne
ticket. Each individual request will be evaluated by the Company before
determining if alternate transportation will be permitted. Employees utilizing
the perscnal car option will not be granted additonal time off from their
regular scheduled work week in order to mest travel schedules not arranged
by the Company. Ner will any other expensss such as personal auto repairs
and insurance, extra meals or lodging be reimbursed by the Company.

Normally the Company will arrange for, and pay any living accommodation
expenses. Occasionally, thers will be times when employees will be responsible
for direet payment pricr to leaving the hotel/motel. In this case, the
enmployees will receive advance payment for the applicabls room rates and must
reconcile thelr accoumts persenally. Durding most cther out-cf-town trips,
prior arrangements may permit inveicing of applicable hotel/motel room costs
directly to the Company. In this sifuation, invelved employees will not reczive
any direct payments for room costs. Other types of actounedations will be
handled on a case~by-casa basis with metheds of payment apmropriate to the
sitnation.

For extanded trips, employees will be informed prior o leaving for the
out-of-town assignment as to the number of return tips to Cincinnati y will
be aBotted. Fer these return trps, the Company will normally furnish

n. In the event that visits home are granted and taken, the
Company will reimburse each employee for roundtrip transportation costs only.
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The Company nay estakilsh and pay an applicable per diem rate in
advance for each cutecf-town day angd each travel day. This rate, which may
vary betwean individqual out-of-town locations, will include all cther expenses,
such as meals, laundry, telsphone calls, tips, etc. Transportation and ledging
will net be included in the daily per diem amount that each amployee will
recelve. Any expenses incurred over and abeve the stipulated per diem
amount for any given txip wil ke the. responsikility of the employee.
Alernatsly, the Company nmay elect to reimburse employees for the direck
reasonahls expetises fur such ifems as meals, laundry, telephone calls, tips,
etc. The Company will determine on a case-by-case basis whether a per diem
arrangement or reimbursement for reasonable expenses is used for out-of-town

assignmerrts,
I is thought that this letter will clarify the Union's concsens about the

paficies and procedures to be utilized when employees are regqured to work o
train at out-af-town lceations.

Very truly yours,

Edward R.' Schuette




P Duke
@ Energy.

April 13, 2012

Mr. James Anderson

President

Utility Workers Union of America
IUU Local 600

810 Brighton Street

Newport, Kentucky 41071

Re; Four 10-Hour Day Guidelines

Dear Mr. Anderson:

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

1.

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

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

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

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

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

A-17




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

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

Very truly yours,

Qe

. Alvaro
Vice President, Labor Relations




CG&E TheEnergy Service Company

The Cincinnati Gas & Erctic Campany

April 15, 1392

Mr. Patrick G. Bradferd
Chairman

Independent Utilities Union
P. 0. Box 1757
Cincinnati, Ohio 45201

Dear Mr. Bradford:

buring the 1992 ﬁegutiatinn meatings the committees of the Company and
the Undon discussed the representation of employess by personal atborneys or
outside agencies during the grievance and arbitration procedures.

As a result of thess discussions, the parties agreed that the Union is the
eals bargaining representative for its members and therefore ne outside
representation will be permitted during such mestings. This in no way
restricts the Union's ability to have an attorney represent its own interests
during the grievence and arbitration procedures.

Ir is believed that by proceeding in this manner the concerns expressed
during these mestings have bean allaviared.

Very truly ynazws, 2

Edward R. Schuette
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- Duke Energy

SK
i DUKE 139 East Fourih St
N & 9,; B {' Cincinnati, OH 45201
April 15, 2015

Mr. James Anderson

President

Utility Workers Urion of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Time Off For Union Duties/Business

Dear Mr. Anderson:

During the 2015 - 2018 negotlations, the representatives of the Company and the Union clarified the
administration of time off work and compansation for performing Union duties/business. Subject to
legitimate business needs, the Company will grant compensated or non-compensated time off work in
accordance with the following guidelines.

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

GRIEVANCES & A reasonable number of employees will be able to prepare for and attend

ARBITRATIONS grievance and arbitration meetings, Unlon employees will not lose their
straight-time wages while attending grievance meetings. The time spent by
Union members in preparing for and attending all arbitration meetings s not
compensable by the Company.

JOINT MEETINGS A reascnable number of employees will be able to attend joint meetings
between Union members and Company representatives. These employees
will not lose their stralght-time wagss whiie attending or preparing for joint

meetings.
UNICN A reasonable number of employees may be excused but not compensatsd
DUTIES/MEETINGS by the Company for attending, preparing for or performing union

duties/mestings. This includes items such as counting votes, regular Union
meetings, General Board meetings, working on Union accounting racords,
or other union duties or meetings.

Sidebar Letter A32
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MILEAGE The Company wili agree o reimburse the Union mileage exgenses for up to

EXPENSES two upion representatives 1o attend Company scheduied mesetings. This
does not include grievance mestings, arbitrations, negotiations or meatings
held at the request of the Union. The Company will agree to reimburse the
Union mileage exponse for one union representative to attend fact finding
meetings. The Union will provide an itemized statement each month for this
expense and the Company will reimburse the Unian.

There may be occasions when exceptions to these guideiines may be granted. The parties wiil make
every effort to accommodate each other in these matlers. The Union agreed to give as much advance
notice as possible to suparvisors of empioyess who need to be off work for Union business.

The advangcing of wages for non-compensable union business will continus, absent abuse of this process.
{f prablems arisa, management will meet with the Union in an aflempt to correct the abuse. However,
managemsant must maintain the right to discontinue this arrangement, if a satisfactory resolution cannot
bea reached.

Sincarely,
(kWi
Jay B Alvaro

Director, Labor Relations
Duke Energy

Sidebar Lefter A32
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Cinergy Corp.

-139 East Fourth Streer

P.O. Box 960

Cindnnati, OH 45201-0%60

September 2, 1998

Mr. Patrick G. Bradford
Chairman

independent Utilities Union
P O Box 1757

Cincinnati, Ohio 45202 _ CINERCY.
CG&E

Dear Mr. Bradford,

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

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

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

e Unions will appoint their ropresentatives and they wil only
paificipate in the evaluation of job classifications represented by
their Union.

» Unaffected union representatives may be present, but will not
participate at this time.

« No more than two of the four USWA representatives will parficipate
in the evaluation of USWA jab classifications.
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s The participating union must have at leasl one representafive
available during the evaluation process.

» Consensus should be reached on each factor duiing the
evaluaiion; absent consensus, majority rules.

» The participating Business Unil must have at least one
representative available.during the evaluation process.

. Al job'evaluation members should be informed it is a long term
commitment.

» Aquorum to have a meeting is six members.

A job evaiuation coordinator from the Human Resouices Department will also
facilitate in the evaluation process and will not be a vating member, The ERT Sub-
Committee 1 also established the pre-evaluation process, presentation guidelines, post
evaluation process, fraining, a creditability check and employee communication and
these will be implemented as presented to the ERT at the June 29 meeting.

This letter and accord modifies the terms of the 1998-2001 contract with respect.
io the job evatuation system and it is believed that this lefter accurately describes the

agreement the Company and Union have reached.

Sincerely,

Mﬁw&\‘mm

Kenneth E. Williams
Manager-
Employee Relations and Safety




_ INTERNAL CORRESPONDENCE

Te: Officers, General Managers and Managers
From; Patrick Gibson
Subjectt  MANUAL, CLERICAL AND TECHNICAL JOB CLASSIFICATIONS

Date; December 29, 2000

 Reply By: CINERGY,

The pumose of this letter is to amend and update the Walter C. Beckjord letter of
October 1, 1945, which has served as a preamble fo the Cincinnati Gas & Electric
Company's job classification and evaluation system for Unlon represented Job
classifications.

. In October 1845, after a careful and comprehensive study of the various kinds of
work necessary fo conduct the business of the Company in a safe, eficlent and
otherwise salisfactory manner, and the requirements of each Job involved, the

"~ Company by agreement with the Unions representing the employses and with the

. - approvai of the National War Labor Board (Region V), placed into effect a schedule of

job tiles and descriptions for all manual, clerical and technical employees, Wage rate

. schedules were established and made eflective in accordance with. the. Union

- . agreements and the approval of the War Labor Board.

The job descriptions and wage rate schedules were designed to provide a fair -
- and equitable means by which alf the jobs, within the scope of the plan, being fifled by
"manual, clerical and technical employees could be designated with uniformity - and
understandlng throughout the Company system. The Company and the duly certified
-.exclusive bargalning representatives of the bargaining units agreed to the basis.used. -
* “for defining jobs. 1t became the duty and responsibility of the supervisory force. ag the * -
-?7_\ 7 representatives of management to see that it was applied and maintained.ina fajrzand - - -
--consistent manner. It was also essential that employees clearly understood the. ‘duties -
" and requirements of the jobs to which they were assigned. While the job descriptions
were not intended fo be alkinclusive, they were infended to cover such typical tasks
necessary to provlde a fair basis-for evaluation. :

The job classification and evaluation pfan provided:
1.  Asetof job descriptions which prescribe typical duties and qualifications;

The Clucinnali Gas & Ekeirie Campany
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INTERNAL CORRESPONDENGE

2, A set of promotional charls indicating the line of nommal promolions in the
respective depariments;

3. A set of wage schedules contalning maximum wage rates for all jobs and
steps of progression to anive at the maximum wage rates;

In September 1998, a new evaluation system (BOGAR) was implemented o
evaluate all manual, clerical and technlcal job classifications represented by the
intemational Brotherhood of Electrical Workers, Local 1347; the United Steelworkers of
America, Locals 12049 and 5541-08; and the Independent Utiifles Union. A joint
union/management committee designed the BOGAR .Job Evaluation System. In
addition to the items listed above, the BOGAR system reguires a Job Evaluation

Questionnaire to be completed and approved for each new or revised job classification,

JOB DESCRIPTIONS

Each Job description consists of a staternent of the nature of work involved in the
job classificatlon, in sufficlent detall to identify the title and content to those familiar with
the organization; also a statement of the minimum gualifications required to enter the
job. Each job description is subdivided into two parts, “Duties® and “Qualffications” as
follows:

DUTIES

This section Is devoted to a description of the essential duties required in the
classification itself, considered entirsly apart from the individual who may eccupy the
position. A sufficient number of dutles are listed to:

1. Indicate the character and grade of the work;
2, Indicate the variety of duties;
3. Distingulsh each Job classification from another. .

. The dutles for each job description are those principal duties that are required to
properly identify and evaluate each of the specific job classifications. These duties are
not to be considered all-inclusive. Employaes may be temporarily assigned, within their
capabilities, duties of other classifications. When the temporarily assigned dufies are
those of a higher or lower rated job classification the employees should be paid the
appropriate rate of pay in accordance with the Unlon agreement.

This section also indicates, as a general guide, the degree of supenision under
which the empioyees are expecled to be able to perform their work; that is under
*Close,” “Directive,” or “General D:recﬁve supervision. These terrns are defined as
follows:

Tha Cinclnnpt Bu&uewiccnnqmly
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INTERNAL CORRESPONDENCE

1. The term “under close supervision™ means that the employees perform only

those tasks which they have been instructed to do and are observed and -

supervised most of the time while performing them.

For example: A helper assisting a mechanic in performing assignments
would ordinarily be under the “close” supervision of the mechanic.

2. The term “under directive supervision” means that the employees perfomn
primarily those tasks and duties which they have been directed to do and
then camy out such instructions under observation or checking from time to
time,

For example: A mechanic, working under the direction of a supervisor,
assigned to a section of the work but observed or contacted perlodically
during the day, by the supervisor, would be considered as working under
“directive” supervision.

-3, The term “under general directive supervision” means that the employees
under general instructions perform duties independently, but within the
[mitations of standard practices or procediire.

For example: A Senior Lineperson operating in the field on scheduled
assignments, in accordance with standard practices and procedures but
.- without any supervision while in the field, whose production or
performance would be the check on activities and quality of work, would
be considered as working under "general directive” supervision. . .

QUALIFICATIONS

In this section of the job descriptions are - listed those minimum
quahﬁwﬂons which the individual Is expected to bring to the job. - Speclﬂcally mcLuded

-are such items as basic education, degree of skill, extent of experlenca, spec!al :

‘knowledge, and other required qualifications.

Company Requirements as to General Qualifications

In addition to the duties and qualifications for each job classtficaion as set
forth in the job descrptions, each employee must meet the Company's
Teguirements as to general qualifications, which include:

1. The physical and mental abilities to perform the essential functions of
the job classification, with or without reasonable accommodations;

The Cinclunatt Gy & Beetrie Comiproy
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2‘

N

The willingness to follow instructions and cooperate with other
employees;

The willingness to respond to calls outskde of regular hours, when the
need arises and in emergencies, to help in any depariment or phase of
the Company’s operations in which they are qualified to help;

The willingness to work a shift schedule and imregular hours where the
nature of the work requires it;

The willingness to direct and instruct or train employees, of a lower Iob
rafing, asslsting on the same work;

If required by assignment to drive automobile or trucks, must hold a
valld State Bureau of Motor Vehicles Operators’ license;

Compliance with the general rules and practices of the Company, with
specific rules of the department In which they are employed, and with
thase of other departments with which thelr work must be coordinated;

- Thorough famifiarity with and strict observance of the Company’s

safety rules applicable to their job;

Have the characterstics of dependabilty, trustworthiness, and
carefulness, and have a satisfactory previous record in these respects;

10.The willingness to submit to physical examinations by a ficensed

physician deslignated by the Company,

11.The willingness to supply the necessary employment records

including, but not limited to, birth cerlificate, social security number,
selective service record, milrlary record, character and past
employment records.

.- JOB EVALUATION QUESTIONNAIRE

Each questionnalre consists of questions related to the six factors used to
evaluate a jab classification under the BOGAR system. One or more employees in a
job classification represented by the applicable Union must complete and sign ohe

questionnaire.

A deparimental management representative must approve the

completed questionnaire. The six factors and related sections of the questionnaire are

as follows:
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Knowladge

Questions related to the amount of formal and informal education, tralnlng and
experisnce.

Responsibllity
Questions related to the amount of responsiblity for such things as: Company

funds; confidentlal information: safety, training and/or work direction of others; materials
and equipment; etc.

" Customer Contact

Questions related to the amount, importance and difficulty of contacts with
internai and extermnal customers.

Decision Making and Complexity of Dutlas

'(Iiuestions related to the complexity of the work; the freedom employees have to
make decislons; and, the impact thelr declsions may have on the Company,

_ Physical/Adverse Characterlstics

~Questiops related to the amount, duration and frequency of; physical work (e.g.,
liting, climbing and waiking); and, work in adverse conditions (e.g., heat, cold, dust and

"noise).

Hazards

Questions related to the inherent dangers In the job which directly expose the

.. employee to the possibility of accidents which may result in lost time accidents or death.

WAGE SCHEDULE

Starting Rateg

-+ When employees are first assigned to a job classification, they "racei"ve the
starting/minimum rate indicated in the wage schedula for that job, except in cases

- where an employee is already receiving a rate equal to or in excess of the

starting/minimum rate indicated. In such event when the employee is promoting into
the job classification, the employese receives an increase as described in the applicable
Union Agreement, but in no event in excess of the maximum wage rate for the job to
which the @mployee Is assigned,

The Cinglonat] G & Recrde Company
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Progression Steps within a Wage Range

The wage range psovides for progression stéps leading up to the maximum
evaluated rate of the job. Job progression steps are designed for the pumpose of
advancing an employee within the wage range. These progression steps are to be
used as follows:

At intervals of six months, the supervisar shall make a review of the employee's
development and progress on the assigned job. If progress, measured by
demonstrated abllity and performance, has been satlsfaclory, the scheduled
pragression step will be made effective on the first Monday following the expiration of
that particular Interval, until the employee's wage rate equals the maximum rate
specified for the particular job classliication.

When the performance review indicates that the employee has not made
satisfactory progress in the job and an increase In pay is not warranted the employee Is
to be personally notified by the immediate supervisor that the progression step increase
18 being withheld. The nofification must take place at least one month in advance of the
date for the scheduled progression step. In addifion, serious consideration should be
gliven as to whether or not the employee should be demoted, transferred or released.
The Union may request a review of such a decision. Such review is to be made by a
representative or representatives of the Union and a representative or representatives
of the Company.

- For new employees the six-month interval will start from the hiring date, and for
promoted employees, a new series of six-month intervals will start on the date of
promotion,

CONCLUSION

Although this plan is set forth as clearly and explicitly as possible, questions may
arise as to the intent or interpretation of some provisions. In such event, the matter
shoyld be discussed with a representative in the Labor Relations department.

Very Truly Yours,

Patrick P. Gibson

The Cincinnatl Gu & Bledric Company

——
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Clnergy Corp.

139 Faet Fourth Strest

20, Box 960 .

Cindnnatl, OH 45201.0960
May 14, 2003 |

Ms. Mary Harthun

President

Local Union 600, JUU

Utllity Workers Union of America ' '
810 Brighton Street CINERCY.
Newport, Kentucky 41071 . CGRE

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

Dear Ms. Harthun;

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

In August 2002, the Company met with the leadership of gach of the CG&E affiiated local
unions to discuss the need to significantly increase the number of completed DNP's and to
complete all succession/special meter reads at a compelitive cost. As a resutt of those
discusslons, a-team was formed, which Included the leadership from each unfon and

"management representatives, to evaluate the business case for implementing necessary
flexibilitles and cost control measures to perform the identified work at a competitive cost. The
. team was charged with reaching a consensus on a plan to achleve the desired results,

it was recognized that residual union jurisdictional issues arcund the DNP work and the
succession-and special meter reading work had resulted in restrictive work practices across the
muitiple unlons’ connected with these job functions. Since August of 2002, the joint unlon and
management feam has worked tfogether on a regular basis to achiéve compromise for the
implementation of the following competitive alternatives to oulsourcing these job functions.

Pending agreement with the leadership of the four local unions involved in the discussions, the

Company will implement the changes described below.

The Company will form a new centrally managed work group for the specific purpose of
performing the DNP fieldwork. The Company wil initially staff the new work group with 10
existing employees {Senlor Representatives) represented by the UWUA currently performing
DNP work. Additionally, 8 empioyees will be added in each of two enh'y-fevel Job dassifications,
one represented by the USWA and the other by the |BEW, Local 1347, 1 is understood that if
any of the aforementioned 10 employees represenied by the UWUA vacate their position and
the Company decides to backfill the posfion(s), it wili be fitled as an entry-level DNP worker
represented by the USWA or IBEW. . The Company assured the Union that the two clerical
positions that provide support to the DNP work process would not be sliminated as a result of

this reorganization.

The- 16 new eniry-tevel DNP worker job openings will be made available to other employaes
represented by thelr respective unions {i.e., USWA and {BEW). If all 16 openings are not filled
by employees in their respecive unions or by displaced employees i redeployment
represented by the [BEW, the remaining openings will be made available to fullime meter
readers and then .pari-time meter readers, in that order. if any full-ime or part-ime meter
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readers vacale thelr positions as a result of accepting any of the initial 16 DNP worker job
openings represented by the IBEW and USWA, the Company will backfill those vacancies
accordingly {i.e., part-ime with part-time and full-tima with full-ime).. These agreements only
apply{o the Initial 16 DNP worker job openings.’

If any of the 10 Senior Representatives in 'Revenue Collections are bumped by Senior
Representatives with more. senlority as a result of Company initiatives, it will not impact the
number of positions being eliminated through attrifion. - ,
The sticcesslon and special meter reading duties will be primarily, but not exciusively, assigned
to UWUA represented employees.. As a result, 10 new full-time meter reader job openings will
be filled. Management intends to assign work other than succession/special reads to DNP
_workers represented by the USWA and IBEW, whenever there is other productive work
available’ for them.to perform within thelr job classifications. However, this does not restrict
‘managsment’s right to assign those employess to perform such meter reads. The Company
-agreed to backfii part:time meter reader positions that are vacated as a‘result of part-ime meter
- readers accapting any of the Initial 10 new full-time meter reader positions.

'This agreement s made betwesn the parties without prejudice to the position of either party

* - reganding the jurisdiction, assignment and contracling of work. However, the Uinion agrees that
o grievances will be filed or-pursued relating to the assignmenit of work as described above, for
the duratlon” of -this agreement. To the extent that the Company has retained its rights with .-
regard fo making future changes to this, or any other work processes in the futurs, the Union
retains its right.to grieve in the: event that management. implements changes fo the above-
desciibed terms for achleving the DNP, succession and special meter-reading work. In this
* context, howaver, itis also understood that slight modifications to this overall business plan may

¥#  be made, as Jong as the plan's basic design remeins in effect. .

- The team of management and unjon leaders is commended for their commitment io meefing the
- present'day business needs in a compstitive manner. 1t is expected that all parties will benefit
by this plan far achleving this work with company employees. Please sign’ where indjcated
below to indicate the Unlon’s agreament to the above terms. - . Co-

For the Company. For the Union:
T s Aris %MMD FA505
Todd Amold ‘Date Mary Hatthun Date .
V.P., Custormer L Prasident :
Contact Services ' o " Local Unlon 600, IUU
‘ - : ' Utllity Workers Union
« - : . Of America
Mutter bhLhon 5] b>
Patricmc.w.alker ' Date
V.P., Biling & .
Mstering Services :

. Ce:  J.OConner
J. Polley




Cinergy Corp.

139%?& Foerth Street
PO, Box 9500H w50
Cincinznat, 5201-0960

June 10, 2004 .

Ms, Mary Harthun

President

Local Union 600, IUU

Utility Workers Union of America

810 Brightoh Street
Newport, Kentucky 41071 CIHEIC?{gEY.

Re: Posi-Refirement Madicai Be
Dear Ms. Harthgn:

On April 27, 2004, the Company met with union representatives from UWUA Local 600,
USWA 5541-06 and 12048 and IBEW 1347 to continue the negotiations for providing a
post-retirement health reimbursement -account ("HRA") eption {the "HRA Option”) to our
active employess. Prior to that meefing, In a fetter dated March 2, 2004, the Company
provided the unjons {I) a written overview of the Company’s proposed design for the HRA
Option, and (1) writlen responses o certain related questions. This letter updates the
Company’s proposed deslign for the HRA Option.

I OVER F OPTIO

All current,- full-time employses represented by UWUA, Local 600 will be abje to
make a one-ime choice betwean contlauing In the current traditional post-stirement
medical option (the "Traditional Option®) or electing to participate in the new HRA

" Option described below. Empiloyess will be required to make this elecion by a
specified slection date in 2004. (Notwithstanding the foregoing, employees currently
recelving long-term disability benefits or on & military feave of shsence, will make
this election when they retum to active, ful-time status. If they do not retum to
active, full-time status, they will default to the Traditional Option.y All employees
hired or rehired on or after January 1, 2005 will participate in the HRA Option. Each
employee who elects to participate in the HRA Option, and each employee hired on
or after January 1, 2005, will be referred fo as a "HRA Participant™ hereln.

Under the Traditional Option, eligible retirees {those who retire after attaining age 50
with five {5) years of Service, as defined in the applicable Pension Plan) are
provided access fo group medical coverage and a premium subsidy that varies
based upon thé retirees’ service and dassification (see detall regarding the various
dassifications and subsidy levels attached hereto).

Subject to any collective bargaining obligation, the Company reserves the right to
amend, modify or terminate the Traditional Option' andfor the HRA Option at any
ime. However, emounts already credited to a HRA Parlicipant's account will not be
reduced by dmendment, excapt to the extent necessary of appropriate to comply
with changes In the-law.
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Ms. Mary Harthun
June 10, 2004
Page 2

The benefit under the HRA Opfion is based on a bookkeeping account that can grow
Jike a savings account with service and interest credits as described below. An
employee who elects the HRA Oplion will start with an opening balance that is equal
to 1/12th of $1,000 for each prior calendar month In which the HRA Participant
worked at least one day for the Company. In the future, the Company will credit
eligible HRA Participants with an additional 4/12th of $1,000 for each calendar
month in which the HRA Participant werks -af ieast one day for the Company. The
Company will also credit each eligible HRA Participant’s bookkesping account with
“an annual Interest credit. inferest will be credited at the same interest rate as the
cash balance updates as determined in August of each year, except that for the term
of the current jabor agreement, the Inferest rate will not be less than 3.5%; for 2004,
the rate I5 5.31%. Except as discussed below, only HRA Participants who are -
active, full-ime employees and work at least one day in the month are efigible for the
‘wonthly service credit. Like refirees in the Traditional Opfion, HRA Participants will -
‘have access fo group medical coverage only if they retire-after aftaining age 50 with

- five (5) years of Service (as defined In the applicahle Pension Plan), however, there.
wnl! be no subsidy. Please note the fol!cwing reganding the HRA Option:

a. If & HRA Participant rehres aﬂer attaining age 50 with five (5) years of Senrice

(as defined in the applicable Pension Plan), the amounts credited to the

- HRAs generally can be used for the qualified medical expenses, as defined in

Section 213(d} of the internal Revenue Code, of the retiree and the retiree’s

spouse and eligible dependents (see {RS publication 502 for examples of

. qualified medical expenses). To the extent penmitted by applicable law and

as Is otherwise practicable, the HRA option is infended b provide a tax-free

benefit. Due lo future law changes, however, there can be no assurance of
Tavorable tax treatment

b. Except as prov!ded below, if the employment of a HRA Participant terminates
- prior to attalning age 50 with five (5) years of Service (as defined under the
appficable Pension Plan), the HRA Participant forfeits all amounts credited to
the HRA Account. -~
c. If a HRA Participant dies while actively employed prior to attaining age 50
. with five (5} years of service (as defined In the applicable Pension Plan), the
HRA Participant forfeits all amounts credited to the HRA Account.

d. If a HRA Participant dies while actively employed after attaining age 50 with
five (5) years of Service, histher spouse and efigble dependents will be
entitled fo use amounts credited to the HRA to pay quaiiﬁed medical
expenses immediately.

e. In the event of disability or leave, the Company will oonﬂnue monthly service
credits for the first 12 months, The Company will continue Intersst credits
while the HRA Participant is disabled or on leave (and prior to recovery or
retirement), For HRA Participants on a millitary leave, service credits and
interest credits will continus for the full qualified leave period.




Ms. Mary Harthun

June 10, 2004
Page 3
{ If the employment -of a HRA Participant s Involuntarily terminated in

cennection with an Involuntary reduction In force and such terminationis inno -
way related to performance deficiencles, the HRA Participant will be eligible
to malntain his/her HRA balance as of termination. The HRA Participant wiil
be able to use amounts held In hisfher HRA Account Immediately following
the termyination.

For the term of the current Collective Bargaining Agreement, the Company
will agree not to amend, modify or terminate refiree hésith care benefils for
any active employses covered by the CBA. Amounts credited fo a HRA
Participant’s account will not be reduced by amendment, except to the extent
necessary or appropriate to comply with changes in the law. ‘

QUESTIONS
Set forth below are responses to soma of the questions regarding the HRA Option
ralsad in previous meetings, ‘

-1I

Wil the Compény offer cholce to all employees?

A:  Yes. Presently, the Company plans to allow all current, full-time
employees to sfect to stay in the Traditional Option or switch to the
HRA Option. After January 1, 2005, new hires and rehires wil
automatically participate In the HRA Qption. o

Will an oempioyee be abie fo elect the HRA Option upon retirement? .
A:  No. Aone-time election will take place in 2004.

Can a HRA Participant withdraw amounts credited to hisher HRA
account in cash upon retirement? Can the Company pay the amount
outin a jump sum? .

A:  Money may be withdrawn from the HRA account only for paying
qualified medical expenses. The account will not be paid oul in cash.
Favorable tax treatment is -avallable for a HRA only if the HRA
reimburses medical expenses -as defined in Section 213(d) of the
Intemal Revenue Code. As stated below from IRS Notice 2002-45,
any right {o receive cash wil disqualfy the HRA from
recealving favorable tax freatment.

. “An HRA does not quallfy for the exclusion under § 105{) i any
person has the right to recelve cash or any ofher taxable or non-
taxable benefit under the arrangement other than the reirnbursement
of medical care expenses. If any person has such a right under an
arrangement currently or for any fiture year, all distributions to all
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persons made from the amrangement in the cument isx year are
included in gross income, even amounts paid to reimburse medicat
care expenses. For example, if an arangement pays a death benefit
without regard to medical care expenses, no amounts pald under the
arrangement to any person are reimbursemenis for medical care
expenses excluded under § 105(b)... Arangements formally outside
the HRA that provide for the adjustment of an emiployee's
compensation or an empioyse's recsipt of any other benefit will be
considered in determining whether the arrangement is an HRA and
whether the benefits am eligible for-the exclusions under §§ 106 and

- '105(b). If, for example, in the year an employes retires, the employee
recelves @ bonus and the amount of the bonus Is related to that
empioyes’s maximum reimbursement amount remaining in an HRA at
the time of retirement, no amounts pald under the arrangement &re
reimbursements for medical . care expenses for purposes of §
105(b)..."

What happens fo the HRA balance upon disabllity or extended leave

_from the Company?

A: Ses Secﬂon i{e).

What happens. to the HRA balance in the event of a termlnation of
employment? -

A See Section §.
What happens to t'hé HRA balance If | die while actively employed?

A:  Sece Sections I{c) and i(d). Currenily, the spouse and eligible
dependents of an employee who diss while actively employed with
Cinergy can elect to become covered under the non-union medical

. plen and raceive subsidized coverage at the acfive employes rate until
_death or a disqualifying event (for the spouse, fhis wousld include,- but
not ba limited to, remanying or becoming Medicare eligble; for an
eligible dependent, it would include, but not be limited to, ceasing to
qualify as an etigible dependent due to age).

Will the Company contributions be indexed In future years (e.g., indexed
to the trend line for health care costs)?

A No. At this ime, we do not plan to align our service credit or interest
credit to any index. However, the Company will continue to evaluate
its craditing levels. Subject to any collective bargaining obligations,
the Gompany reserves the right to make adjustments, Including
increasing, decreasing or discontinuing credits unilaterally.
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Page §
8. Will the opening HRA balances be calculated with retroactive Interest:

10.

11.

12,

13,

14.

15,

crediting?

A: °  No. Making relroacliva interest credits would be cost prohlblthre from
the Company’s perspective;

What are other companies dolng with regards to post-ratirement
healthecare?

Az See Hewitt survey previously provided {51% of suwey respondents
have a unionized workforca).

How can HRA Partlcipants use amounts credited to the HRA?

A Money credited to a HRA can be used to relmburse the HRA |

Participant for medical axpenses as dsfined in Section 213(d) of the
Intemal Revenue Code. See IRS publication 502 for exampies of
qualfiied medical expenses.

'Who will administer the HRA account balances?

A:  Hewilt Associates will frack the HRA credits while HRA, Parficipants
are actively employed. The Company is reviewing proposals from
third party administrators for post-retirement administration, but this
wﬂl likely be Hewitt Associates.

Will the HRAs be protected/guaranteed?

A: The benefit under the HRA option Is based on a bookkeeping account
and Is not funded like a 401(k) plan. See Section | regarding the
Company's abllity to amend.

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

A: The Company perlodically evaluates its benefit programs and would
determine the appropriate course of actlon at that time.

Would interest on the HRA account continue to accrue siter an
employee retires?

A:  See Section.
If two Cinergy employees are married, can they make different elections

with respect to the HRA Optlon?




v

Ms. Mary Harthun
June 10, 2004
Page 8

A:  Yes, one could efect to-remain In the Traditional Option, and the other
could elect the HRA Option; if they remain manied during retirernent
and so elect, they would recelve subsidized coverage under the
Tradittonal Option and have access to amounts credited to the HRA on

behalf of the cther spouse. Regardless. the elactions are Independent
of each other.

Please note that the explanation set forth above merery summarizes the basic elements of
our cutrently proposed des!gn for the HRA Opfion. " The Company Is in the process of
working otit the details of the HRA proposal and necessaily reserves the right to work out
those details. The Company also reserves the rdght to more fully document the HRA
Option, which option will be govemned and oonslruecl in accordance with the terms of the
Plan as adopied by the Company. .

Very tru!y yours,
' l n E. Polley
General Manager
Labor Relations
cc:  T.Verhagen
. P.Gibson A
K. Feld '

boo: L, Gregory



v

What are other companies doing vrfﬁ regards to 'pdst»-reﬁrament heaithcsre?
Hewiit Assoclates conducted -a survey for the Hehry J Kalser Family
Foundation betwsen June and September 2003 o understand how large

* private-sector empioyers are handfing retirea health benefits. The survey
-Includéd responses from 45% of all Fortune 100 compantes and -30% .of all .

Forfuna 500 companles, Among tha companles surveyed this Is what they

L

. hadto say:

10% have terminated all suBsidized health benefits for fture retiress

20% say they are very erty to tennfnate ail suhsldlzed heatth beneﬂts
for future refirees

35% of tha fims terminated benefits for future retirees and now

., provide accsss-only to heailth beneﬁta with the retiree paying 100% of

the cost
6% of ernpioyers shifted to a defined contribution’ approach

71 % report having Incraased retirse contributions to premiumis in Ihe
past year 53% report Increases to plan design cost ahar!ng

657% increased prgsedpﬂon drug co-payments .

12% now requ[rémandatory mall-oﬁder refills for malnt,enanc_e drugs



Summary of Post-Retlrenient Health Care Optlons _
) " cumsnt F{ost—lietiremenﬁ Health Care Option

Employees hired before January 1. 2005 who elect the subsidy option and who retire from the
company on or afler age 50 with at least five years of service, may be entitled ko a post-
refirement health care subsidy from the company dependent on their years of service at
retirement. o

Subsidy Schedule:

Service af Retirament _ {Pra-65 anly)
a0+ - 50%
28 45%
28 “40%
27 35%
26 0%
25 . 25%
24 ~ 20%
23 L o ' 15% -
22 - 10% - -
21 _B%
20 0%
19 . 0%
18 ' 0% .
17 - Q%
18 ] 0%

1§ e 0%
14 E ' 0%

14

13 0%
12 0%
11 - 0%
10 0%
] .

8

7

]

5

0%
0%
0%
0%
0%




P Duke
& Energy-
April 13, 2012

Mr. James Anderson

President

Utility Workers Union of America
fUU Local 600

810 Brighton Street

Newport, Kentucky 41071

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

Dear Mr. Anderson:

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

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

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

« No employee rehired on or after January 1, 2013 will continue to participate in
the HRA Option or the Traditional Option following such rehire date. Any such
rehired empioyee who was participating in the HRA Option or the Traditional
Option at the time of such employee’s prior termination of employment:

(i) shall be eligible for access to the HRA or premium subsidies, as
applicable, only if he or she was eligible for such HRA access or premium
subsidies at the time of such prior termination of employment, and

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

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

¢ Each employee who elected to participate in the HRA Option, and each
employee hired on or after January 1, 2005 and before January 1, 2013 will be

referred to as an ‘HRA Participant’ herein.
A-42a




Any provision of Sidebar Letter A-42 that is inconsistent with the above shall be deemed no

longer in effect. Except as provided herein, the remaining provisions of Sidebar Letter A-42
continue in full force and effect.

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

Very truly yours,
J . Alvaro

Vice President, Labor Relations
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Cincinnati, OH 45201

April 1, 2019

Mr. Steve Kowolonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Post-Retirement Healthcare

Dear Mr. Kowolonek:

During the 2019 negotiations, the parties discussed post-retirement healthcare benefits. This letter amends the
Post-Retirement Medical Benefits Sidebar Letter A-42 dated June 10, 2004 and A-42a dated April 13, 2012, and
confirms these discussions and the resulting agreement.

Access to Post-Retirement Health Benefits

Employees who terminate on or after October 1, 2015 after attaining at least age 50 with at least 5 years of
service will have unsubsidized access (i.e., no Company contributions) to post-retirement medical, dental, and
vision coverage; provided, however, that beginning as soon as January 1. 2021. employees who do not enroll
in Duke Energy-sponsored pre-65 retiree medical. dental and vision coverage at the time of retirement or
following the expiration of any COBRA continuation will not be permitted to enroll themselves or their eligible
dependents at a future date. Coverage for retirees age 65 and older will be provided on an unsubsidized basis
through a Medicare Coordinator. The Company shall provide a subsidy/contribution towards the cost of post-
retirement health coverage only as provided below in this letter.

Subsidies/Company Contributions - Traditional Option
For employees who terminate on or after October 1, 2015, the “Traditional Option" is hereby amended to provide
contributions towards the cost of post-retirement healthcare coverage, in the form of credits to a newly

established Subsidy Health Reimbursement Account ("Subsidy HRA"), only for individuals who are under age
65 and who are:

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

e Atleast age 55 with at least 1 O years of service at termination of employment.
The amount of the contributions will vary as follows:

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

e Eligible employees younger than age 50 as of October 1, 2015 will receive (during retirement) a

pre-65 contribution of $250 per month, plus $125 per month for their spouse/domestic partner, if
any.

Sidebar Letter Ad2b
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Subsidies/Company Contributions - HRA Option

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

e The Company will discontinue crediting 1 /12 of $1,000 each month to the health reimbursement
accounts for those employees who have a health reimbursement account under the HRA Option,
with interest credits continuing; and

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

Miscellaneous

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

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

Sincerely,

"

Alvaro
Director, Labor Relations
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Cincinnati, OM 45201

April 1, 2019

Mr. Steve Kowolonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Temporary Upgrading

Dear Mr. Kowolonek:

During the 2019 contract negotiations, representatives of the Company and the Union discussed temporarily
upgrading employees in clerical and technical job classifications.

The Agreement provides that temporary upgrading shall only be available for manual employees. However, as
a result of these discussions, the Company will agree, during the term of the 2019 — 2023 Agreement, to permit
clerical and technical employees to be temporarily advanced to higher classifications. Employees will only be
given consideration for temporary advancement when they actually replace another employee in a higher job
classification for a full day or more; or supervision deems there is a need for an employee to fulfill the duties of
a higher classified job for a full day or more. When employees are temporarily upgraded they will receive the
minimum rate of the higher job classification or $10.00 per week more than their current wage rate, whichever
is greater. When selecting the individual to be temporarily advanced, the management will give consideration
to seniority and rotation among qualified employees. Such upgrading will not take place when the work duties
of another employee are distributed among several other employees, or when employees perform duties of
higher classified jobs for training purposes.

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

Sincerely,

Michael A. Ciccarella
Senior HR Consultant
Labor Relations

A-46
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April 1, 2019

Mr. Steve Kowolonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Meter Reading

Dear Mr. Kowolonek:

During the 2019 contract negotiations, representatives of the Company and the Union discussed Meter
Reading operations.

Job Classification, Meter Reader - New: As discussed, the Meter Reader - Full Time job classification will
be retitled Meter Reader - New and the wage rate adjusted to the MR 3 wage level upon ratification of the
new Agreement. Incumbent employees in this classification will have their hourly rate adjusted to the
minimum rate of the MR 3 wage level and will be eligible for merit and general wage increases as outlined
in the Agreement.

Part-time Meter Readers: Should part time employees be utilized in the future, they will be hired into the
Meter Reader - New classification at the minimum rate of pay as outlined in the Agreement. All provisions
of the Agreement regarding part-time employment would apply to these employees. Part-time Meter
Readers will receive the appropriate compensation for overtime when they work in excess of 8-hours in a
day or any other regularly scheduled shift that is longer than 8 hours.

Hours of Work: Core meter reading hours will be from 7:30 AM to 4:00 PM, subject to changes based on
business needs and to any schedule arrangements approved by an employee's supervisor or manager.
The normal work day will consist of 8.5 hours including a 30 minute unpaid meal break; however, based on
business needs, employees may be assigned a straight eight hour shift with a paid fifteen minute break.
The Company reserves the right to change these hours based on business needs in accordance with the
Agreement. Employees working in excess of their scheduled work day will receive premium pay and meal
compensation as provided for in the Agreement.

Transfers: Any future full-time openings in divisions offices will first be offered to voluntary transfers of
current qualified full-time Meter Readers.

Sincerely,
Michael A. Ciccg

Senior HR Consultant
Labor Relations

A-48



Cinetgy Corp.
139 East Fourth Street
P.O. Box 960

April 21, 2005 Cincinnati, OH 45201-0960

Mr. Jim Anderson

President

Utility Workers Union of Arnerica

JUU Local 600

810 Brighton Street ‘

Newport, Kentucky CINEIC%EEK

Cincinnati, Ohio 45202
Re: Interplant Seniority Rights

Dear Mr. Anderson:

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

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

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

Very truly yours,

ARy

John E. Polley
General Manager
Labor Relations

A-49




Cinergy Corp.

139 East Fourth Street

PO. Box 960

Cincinnaci, OH 45201-0960

April 21, 2005

Mr. Jim Anderson

President
Utility Workers Union of America C’ NE ?(gg’“
IUU Local 600

810 Brighton Street
Newport, Kentucky 41071

Re:  Personal/Diversity Day Requests
Dear Mr. Anderson:

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

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

Very truly yours,

PRy

John E. Polley
General Manager
Labor Relations

A-51
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Aprif 21, 2004 1082 Cinergy Corp.
139 East Fourth Street
PO. Box 960
Cincinnati, QH 45201-0960

Mr. James Anderson

President

- Utility Workers Union of America
IUU Local 600

810 Brighton Street

Newport, Kentucky 41071

Re:  Job Elimination Situations CINERGY.,
CG&E

Dear Mr. Anderson:

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

During the discussions the Union wanted the Company to agree to allow senior
employees at a given wage level within a bidding area, the right to bump junior
employees in other job classifications at the same wage level within the same bidding
area, even though the senior employees had never been in the job classification(s)
occupied by the junior employees. Due to the potential for a significant loss in
productivity, the Company could not agree to that arrangement. However, during the
term of the 2005 —~ 2008 agreement, it was agreed that if such a situation should arise,

the Company would work with the Union on a case-by-case basis, in an attempt to -

place such employees in ather available job classifications at the same wage level
within the same bidding area. It was further agreed that if the Company is unable to
place such employees in job classifications at the same wage level within the bidding
area and they have 25 or more years of system service, they wilt maintain their job titles
and wage levels and be eligible for negotiated increases and bonuses. This only
applies when such employees with more system service seniority are quaiified, but
cannot bump into a same wage level job within the bidding area, held by a junior system
service seniority individual because they have not passed through the otherjob. .

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

agreement of the parties.

This accurately reflects the agreements reached between the parties.

Very truly yours,
hn E. Polley

General Manager
Labor Relations

A-35




Duke DUKE ENERGY CORPORATION
139 East Fourth St
1 @ Energy: PO Box 960

Cincinnati, OH 45201-0960

June 2, 2008

Mr. James W. Anderson
President

Utitity Workers Union of America
Local 600

810 Brighfon Street

Newport, Kenfucky 41071

RE: Retirernent Plan Agreement

Dear Mr. Anderson;

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

Traditional Retirement Pragram Frozen:

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

Voluntary Conversion Opporfunities:

Active employees in the Traditional Retirement Program will be offered a voluntary window in
2008 to efect to remain in the Traditional Pension Program or elect the New Retirement
Program. [n 2012, a second voluntary window will be offered only to those active employees
who remain in the Tradifional Program and who are age 5C with 25 years or more of service
as of December 31, 2012,

Voluntary Conversion to the New Retirement Program:

Part A Benefit {Part A): The pension plan benefif employees will earn under the
Traditional Program will be based on their participation service as of the "day before
conversion date” and their fina! average monthly pay at retirement (not the date of
conversion).

AND

Part B Benefit {Part B): On the “conversion date,” employees will start earning an
additional pension plan benefit through a new formula that “mirrors™ the Duke Energy
Retirement Cash Balance Plan.

The Company matching contributions for the 401{(k) plan will be enhanced to mirror
the Duke Energy Retirement Savings Plan. As a result, employees will be eligible o
receive higher matching contributions on a broader definition of pay. The higher

A-58




Mr. James W. Anderson
June 2, 2008
Page 2

amount is a dollar-for-dollar match on the first 6% of eligible pay (this includes base,
overtime and annual ingentive pay).

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

With Mandatory Conversion to the New Retirement Program:

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

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

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

¢.  Can sfill grow in to the 85 points.

Employees will recelve the enhanced 401(k) and enhanged incentive pay
as described above once they mandatarity convert.

Employees Currently in the Cash Balance Plans:

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

Annual !ncentive Plan Summary Changes for those who elect or automatically move

to the New Retirement Program:

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

NEW RETIREMENT PROGRAM - UEIP

Goal Level1 Level 2 Level 3
Company Financial Result 75% 1.8% 3%
Safety : 5% .75% 1%
Customer Satisfaction 5% 75% 1%
1.78% 3.0% 5.0%




Mr. James W. Anderson
June 2, 2008
Page 3

Annual_Incentive Plan Summary Changes for those who do not elect the New
Retirement Program:

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

TRADITIONAL RETIREMENT PLAN — UEIP

Goal Level 1 Levet 2 Level 3
Company Financial Result 5% 75% 1%
Safety .25% 375% 5%
Customer Satisfaction 25% 375% 5%
1.0% 1.5% 2.0%

The Retirement Conversion Aqreement Survives the 2008 — 2012 Contract:

The Company and the Union expressly understand and agreed that the Retirement Program
conversion agreement shall continue in full force through January 1, 2013, surviving the
termination of the 2008 — 2012 Contract, and shall continue in full force through succeeding
coniracts, or in the absence of succeeding contracts, unless changed by mutual agreement
of the parties.

Very truly yours,

. Alvaro
Vice President




{ K- Duke Energy
- LURE 139 East Fourth St

v EMERGY Cincinnati, OH 45201
April 15, 2015

Mr. James Anderscn

President

Utility Workers Union of America
L.ocal 600

810 Brighton Street

Newport, Kentucky 41071

RE: Amendment to A-58 Retirement Plan Aareament

Dear Mr. Anderson:

During the 2015 negotiations, the Company and the Union discussed changes to the Company’s
retireament programs. This letter sets forth the changes that were agreed to by the Company and the
Urion.

Retirement Benefits for New Hires

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

Cash Balance Interest Credit

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

Retirement Income Benefit for Long-Term Disability

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

Sidebar Letter A58a
Page 1




For purposes of clarity, as previously agreed, the Company may in its discretion merge the Retirement
Income Pian into the Duks Energy Retiremant Cash Balance Plan or other dafined bensfit plan
maintained by the Company. In accordance with applicable law, any such merger wili net reduce
participants’ accrued benefits.

The compiate provisions of the Company's retirement pians ars set forth in the pian documents, as
amended to make administrative changes, legally-required changes and/or technical changes that go not

reduce the benefits formula. in the event of a conflict between any other communication: and the plan
documents themsalves, the plan documents control.

it is thought that this letter accuraiely describes the agreement reached by the parlies regarding
amendmants to Sidabar Letter A-58 relating to retirement pian agreements.

Sincereiy,

(o

Duke Energy

Sidebar Letter AS8a
Page 2




P Duke DUKE ENERGY CORPORATION
139 East Fourth St
& Energy: PO Box 960

Cincinnati, OH 45201-0960

June 2, 2008

Mr. James W, Anderson
President

Utility Workers Union of America
Locai 600

810 Brightan Street

Newport, Kentucky 41071

RE: Sabbatical Vacation Bank and Vacation Credit Programs

Dear Mr. Anderson: [

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

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

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

Very truly yours,

Qo

R. Alvaro
Vice President

Aftachment
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ATTACHMENT A

REVISIONS TO THE SABBATICAL VACATION BANK
AND VACATION CREDIT PROGRAMS
FOR UWUA, LOCAL 600

Effective January 1, 2008, the Vacation Bank and Vatation Credit Programs willi be phased out over a
four year period and will be ending on De¢cember 31, 2012,

THE CHANGES:
Sabbatical Vacation Program:

The sabbatical banking program will be eliminated for employees who are younger than 47 years old
as of December 31, 2008.

Employees who are 47 years old or older as of December 31, 2008 will be eligible to continue
banking vacation untif December 31, 2012, up to the limits described on the schedule below.
Empicyees who have aiready banked more than the maximum amount of vacation based on the
schedule below (including any vacation credits} cannot bank more after January 1, 2009 but wili be
grandfathered with the amount they have banked.

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

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

Vacation Credit Program:

Vacation Credits: Up to six weeks credlt, starting at age 51, cannot exceed the empioyes's vacation
entitlement.

Empioyees who are at least 51 years old as of December 31, 2012 will continue to receive “vacation
credits” up to the lesser of their annual vacation entitlement or the schedule below,

The vacation credit program will be modified for employees who are younger than 51 years oid as of
December 31, 2012, For those employees "only” hired prior to January 1, 1997 will receive their
“vacation cradits” up fo the amount of vacation time they were eligible for as of January 1, 2008,
Vacation credits will be paid out at the final rate of pay of retirement.

Service Credit Program:

Service Credits; Up to two weeks for years 32 and 33 years of employment in lieu of a 6™ week of
vacation time off.

Employees will continue to receive one week of "service credit” added to their vacation bank in years
32 and 33 of employment in Iseu of time off untit December 31, 2012. Effective January 1, 2013,

employees will be granted a 6" week of vacation time off during their 32" year of empioyment in fieu
of a week of service credit.

An employee who has aiready reached their maximum or more of vacation bank before January 1,

2013 will receive their 6™ week of vacation as “time off' in lieu of a service credit.

THE SCHEDULE:
Age as of: ‘ Maximum Banked Vacation
12/31/2008 (inciuding vacation and
service credits)
47 10
48 10
49 10
S0 12
81 14
52 16
53 18
54 20
55 22
56 22




P Duke DUKE ENERGY CORPORATION
139 East Fourth 51,
& Energy. PO Box 960
Cincinnati, OH 45201-0960
June 2, 2008

Mr. James W. Anderson
President

Utility Workers Union of America
Locai 600

810 Brighton Street

Newport, Kentucky 41071

RE: Union Employee Annual Incentive Program (UEIP)

Dear Mr. Anderson:

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

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

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

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

NEW RETIREMENT PROGRAM — UEIP

Goal Level 1 Levet 2 Level 3
Company Financial Result 75% 1.5% 3%
Safety 5% 75% 1%
Customer Satisfaction 5% 75% 1%
' 1.75% 3.0% 5.0%
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Mr. James W. Anderson
June 2, 2008
Page 2

Annual [ncentive Plan Summary Changes for those who remain in the Traditional

Retirement Program:

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

of 2%, as specified below:

TRADITIONAL RETIREMENT PLAN - UEIP

Goal Level 1 Levei 2 Level 3
Company Financial Resuit 5% 75% 1%
Safety 25% 375% 5%
Customer Satisfaction 25% 375% 5%
1.0% | 1.5% 2.0%

Very truly yours,

(o

R. Aivaro
Vice President




,{ v },{r_ Duke Ensrgy
der i T 139 East Fourth St

o EERGY Cincinnati, OH 45201

Aprit 15, 2015

Mr. James Anderson

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Amendment to A-60 Letter Reqarding the Union Emplgyee Annual Incentive Plan {UEIP)

Dear Mr. Anderson:

Ouring the 2015 contract negotiations, representatives of the Company and the UWUA, Loca! 600
{"Union"} discussed eligibility for the Union Employse Annual incentive Plan {"UEIP"), As a result of those
discussions, the parties agreed to amend Letter A-60 datad June 2, 2008 as set forth below.

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

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

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

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

Sincersly,

Director, Labor Relations
Duke Energy

Sidebar Letter AGOa




Duke En
Il‘ DUKE Labol; Fielatl?orgjs,
" ENERGY. 139 East Fourth St

Cincinnati, OH 45201
April 1, 2019

Mr. Steve Kowolonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Union Employee Annual Incentive Program (UEIP)

Dear Mr. Kowolonek:

During the 2019 negotiations, the parties discussed the UWUA Union Employee Annual Incentive Program
(UEIP). This letter amends the UEIP Sidebar Letter A-60 dated June 2, 2008 and confirms these discussions
and the resulting agreement.

As discussed during negations, beginning with the 2020 incentive year UWUA represented employees are
eligible for an incentive lump sum bonus up to a maximum of 2% or 5% of straight time and overtime wages per
year in accordance with Sidebar Letter A60 Union Employee Incentive Plan (UEIP), based on the achievement
of goals during the previous year, as determined by the Company.

In all other respects, Sidebar Letters A60 shall continue in accordance with the terms as outlined.

Sincerely,

W/M/M

Michael A. Ciccarella
Senior HR Consultant
Labor Relations

Sidebar Letter AGOb



Duke Energy
139 E 4th Street
Cincinnati, OH 45202

April 1, 2023

Mr. Steve Kowolonek

President Local 600

Utility Workers Union of America 810
Brighton Street

Newport, KY 41071

RE: Cincinnati Customer Care Center

Dear Mr. Kowolonek:

During the 2023 negotiations, representatives of the Company and the UWUA, Local 600 (the
“Union”) discussed the Duke Energy Cincinnati Customer Care Center. This letter supersedes
any and all previous letters and agreements between the parties with respect to the
subject matter in this letter, including but not limited to the Cincinnati Customer Care
Temporary Upgrades and Shift Selection letter dated September 30, 2021, and the Call Center
Energy Protection Premium letter dated November 16, 2009.

As agreed, the Cincinnati Customer Care Center organization will consist of Customer Service
Representatives (CSR) and Service Installation (SI). The CSR group will consist of employees
in the Cust Svc Rep-FT Regular, Customer Service Rep-Full Time New, and Cust Service Rep-
Part Time job classifications. The Service Installation group will consist of employees in the
Order Processing and Customer Service Representative — Service Installation job
classifications.

The Cincinnati Customer Care Center wages and merit increases will be administered as follows
and per the attached (Attachment A). Effective the first day of the pay period after contract
ratification, the minimum wage rate for the Cust Svc Rep-FT Regular and Cust Svc Rep-Full
Time New job classifications will be $17.00 per hour and the maximum hourly rate will be $21.00
per hour. The General Wage Increase (“GWI”) will not increase the minimum or maximum rate
of pay for this job classification. In addition, the rate of pay for any current employees in the
Cust Svc Rep FT or FTN job classifications, effective the first day of the pay period after contract
ratification, will increase as follows:

CSR-FTN and CSR-FT New Rate

Current Rate After Market Adjustment
$16.65 - $16.99 $18.25

$17.00 - $17.23 $19.25

Incentives in the Cincinnati Customer Care Center will be based on the achievement of
established performance measures as determined by the Company. The Company will notify
the Union of any changes and will meet to discuss if requested by the Union. Any request by
the Union to meet for discussion will not delay the implementation of incentive measures.
Any bargaining unit Cincinnati Customer Care Center employee who is serving in a non-
call-taking role will receive a bonus equal to the average bonus payout for call-takers, unless
an alternative method is mutually agreed upon by the Company and the Union. There will be a
quarterly review by the Company and the Union to ensure that bonus calculations are
accurate. Assuming the Union representatives involved in this review are in agreement with
the calculations, the Union agrees A6



not to support or process grievances related to the bonus calculations. An incentive eligible
employee who leaves the Cincinnati Call Center, prior to the end of a quarter will receive a
prorated bonus for the time worked in the Cincinnati Call Center organization.

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

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

The Call Center may elect to observe the actual holiday, or the Company designated holiday
based on business needs. Prior to December 31 of each year the Company will notify
employees of the holiday schedule for the following year. Employees scheduled to work the
holiday designated by the Call Center that are excused from work by the Company will receive
holiday pay for the regularly scheduled hours they would have worked on the holiday. All other
employees will receive eight hours of holiday pay. Twelve hour and nine hour shift employees
working on the holiday designated by the Call Center will receive time and one-half pay for their
scheduled hours. If the employee exceeds their scheduled hours, double time will be paid for
those hours worked in excess of their schedule. In order to be eligible to receive holiday pay,
employees must work the last regularly scheduled workday prior to the holiday and the first
regularly scheduled workday after the holiday.

The Union also agrees to the following:

Virtual Routing (Base Customer Care)

¢ The Union agrees to not grieve the routing of Duke Energy customer calls and
other types of Call Center non-call work to available representatives within the
Duke Energy Call Centers or outsourced center(s). The outsourced portion of
this work is not subject to any related side-letter agreements.

Premium for Specialties

e Employees in developmental roles will receive $2.25 per hour in addition to the
employee’s normal hourly wage rate. These roles currently include the training
of new employees and performing the duties of On Job Trainer. This premium
may be applied to other roles as determined by the Company. Prior to applying
this premium to other duties, the Union and Company will meet at least thirty
days in advance to discuss.

¢ Full-time new and part-time representatives, within the Cincinnati Call Center,
who demonstrate, through assessment, that they are fluent in Spanish, will be
paid a premium of $1.00 per hour. A $2.25 per hour premium will be paid to Call
Center employees when management assigns them to perform energy protection
type work. It is anticipated that the number of employees performing this work
will vary based on workload and the needs of service. When considering
assignments, management will take the following factors into consideration:

1. Employees must have achieved the minimum performance standards for
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Call Center Representatives.

2. Any employee who has received a verbal warning in the past six months,
or a disciplinary letter or higher level discipline in the past 12 months will
not be eligible for consideration. Those employees will be eligible for
consideration once his or her record is free from a verbal warning for six
months, and/or free from any disciplinary letter or higher level discipline
for 12 months.

3. Employees experiencing performance-related issues may be reassigned
duties other than energy protection-related work prior to discipline being
issued, at the sole discretion of the Company.

4. Only full-time employees are eligible to be assigned to energy protection-
related work.

If all of the above criteria are met, then management will consider seniority as a tiebreaker to
determine which equally qualified employees will be assigned to perform this work. Management
chooses to reassign employees, at its discretion, based on business needs. No premium will be
paid to employees while training or on paid time off. This letter shall not be construed as limiting
management’s right to assess whether such assignments are necessary, how many employees to
provide such an assignment to, or the duration of the assignment.

Applicable to Customer Care Operations (Base and SI)

Virtual Agents: The use of Virtual Agents was discussed and it was agreed that the Company
will have the ability to implement a Virtual Agent program based on business needs. The
advantages to such a program include faster response for emergency/outage situations, a more
efficient use of resources, and increased customer satisfaction. Eligibility will be based on an
employee’s performance including but not limited to:

Achieving or exceeding all performance metrics.

No corrective action within the past twelve months.

Minimal escalations or Resource Support Line (RSL) calls.

Participating employees who subsequently develop performance related issues may
have their Virtual Agent privileges revoked.

O O O O

The number of employees participating in the program is at the sole discretion of the Company.
In the event that two or more employees’ performance is equal as determined by the Company,
seniority will be the deciding factor. Order Processing Representative and Customer Service
Representative — Service Installation (CSR-SI) classifications will be combined when
determining eligibility for the Service Installation work group. In addition, the program may be
suspended or discontinued based on business needs by the Company in its sole discretion.
Prior to making such a decision, the Company will meet with the Union for discussion.

Emergency or Abnormal Operations: In order to ensure that our customers’ needs are met
during outage, abnormal, or emergency situations, it was agreed that a 33% response rate over
a rolling twelve-month period will apply to all Cincinnati Customer Care employees. Response
rate is defined as reporting to work a callout associated with these types of situations. Any
employee who has pre-approved vacation/personal time scheduled immediately prior to or after
scheduled off days, or is beginning or ending a bereavement leave, will not have a non-response
credited to them for the purposes of calculating the response rate. However, if an employee
does respond in this situation a credit will be applied. Employees failing to meet the required
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rate are subject to corrective action.

o Vacation Availability: In the event that Workforce Management determines that additional
vacation slots are available during the workday, employees will have the ability to make a
request to take advantage of those slots.

Applicable to Base Customer Care Operations

Employees may be hired as full-time or part-time based on business needs. In accordance with the
Collective Bargaining Agreement new employees will be classified as probationary for a period of
one year. Probationary CSRs will not be eligible to apply for other positions for a period of twelve
months from the date of hire. Employees meeting the educational requirements for technical
positions represented by the UWUA will be eligible to apply during the twelve-month period.

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

In 2012, two new schedules were agreed to:
A) 3 twelve-hour days and 1 four-hour day.
B) 4 nine-hour days and 1 four-hour day.

The Company reserves the right to implement these, and other schedules based on business needs.
At least 30 days prior to implementation, the Union and Company will meet to discuss the schedule.
The Company will make every attempt to notify effected employees within a reasonable amount of
time when planned overtime is being cancelled.

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

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

Applicable to Service Installation

Customer Service Representative — Service Installation (CSR-SI) within the Customer Relations bid
area will have a minimum wage rate of $18.50 and a maximum wage rate of $23.00 per hour. Only
full-time employees will be considered for this job classification. The GWI will not increase the
minimum or maximum rate of pay for this job classification. In addition, the rate of pay for any
current employees in the CSR-SI job classifications, effective the first day of the pay period after
contract ratification, will increase as follows:

| CSR-SI | New Rate |
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Current Rate After Market Adjustment

$17.00 - $17.99 $18.50
$18.00 - $18.99 $19.50
$19.00 — $20.50 $22.00

For the first twelve months after entry into the classification, and in accordance with the Patrick P.
Gibson Letter, employees failing to meet performance standards may be demoted to the Full Time
New job classification. Such demotion may take place prior to corrective action being taken. This
does not preclude action being taken for more serious offenses, such as including, but not limited
to attendance, zero tolerance calls, or any dischargeable offense. Any demotion will not be subject
to the grievance procedure. If such a demotion occurs, the employee’s rate of pay will be reduced
to the rate of pay at the time the employee promoted to the CSR-SI job classification plus any merit
increase that the employee had received since their promotion, not to exceed the maximum wage
rate for the CSR classification. If the employee is demoted, they will not be considered for promotion
for an additional nine months, from the date of demotion or last corrective action. During the first
six months, an employee can request to demote from CSR-SI. Employees who demote within six
months will retain their classified seniority. Employees demoted after six months will receive an
adjusted seniority date.

Employees in the CSR-SI classification will receive a $0.50 per hour merit increase every six months
in accordance with the December 29, 2000, Patrick P. Gibson Letter. The GWI will not increase the
minimum or maximum rates of pay for this position. Once an employee reaches the maximum rate
of pay, they will receive an annual lump sum equal to the negotiated GWI for clerical employees.
This letter will be in effect during the term of the 2023 — 2027 Agreement.

Sincerely,

Lisa Gregory
Manager Labor Relations
Labor Relations
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Attachments

Title Wage Range Negotiated Base Merit Increases UEIP Call Center
Wage Increases Incentive Bonus
CSR-PTN $15.00-$17.00" Same as Clerical? $0.50 Yes Minimum of $375 per
Quarter for highest
performance
CSR-FTN $17.00 - $21.00° Same as Clerical? $0.50 Yes Minimum of $500 per
Quarter for highest
performance
CSR- FT Regular $17.00 - $21.00" Same as Clerical? $0.50 Yes Minimum of $500 per
Quarter for highest
performance
CSR-SI $18.50-$23.00" Same as Clerical? $0.50 Yes See #3
Order Processing Rep N9 Same as Clerical? $0.50 Yes See #3

1. The minimum and maximum wage rates for the CSR-PTN, CSR - FTN, and CSR - FT Reg and CSR -SI
will not increase with annual base wage increases.

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

3. Service Installation representatives assigned to take base calls at least 35% of the quarter will receive the
quarterly Call Center Incentive based on their performance.

4. Employees are eligible to participate in the UEIP.
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DUKE ENERGY CORPCRATION
g guk_e 139 East Fourth St.
ne#’g)fe PQ Box 980
Cincinnati, GH 45201.0960
June 2, 2008

Mr. James W. Anderson
President

Uitility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Par-Time Employee Benefits

Dear Mr. Anderson:

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

employees will receive during the term of the 2008 — 2012 Coliective Bargaining Agreement.

Benefit Comment
Pension Only if work greater than 999 hours in a 365 day period
401(k) N Same as full time employees
Medical Same as full time employees B ~
Dental . - Same as full tme employees o
Visicn ) Same as full iime employees

Flex Spending Accounts

Same as full time employees

Bereavement

Day of funeral only

Holidays

Only if holiday falls on a regular scheduled work day

Personal Day

One personal day after 12 consecutive months of
employment

Number of hours regularly scheduled per week times # of |

Vacation vacation weeks based on years of service
Supplemental Workers’ Compensation | Same as full time employees

Jury Duty & Witness Pay Only if it falls on a regular scheduled work day
Shift/'Sunday Premiums Same as full time employees

Life and AD&D insurance

Same as fufl time employees

Dependent Life Insurance

Same as full time employees

Vary truly yours,
- qum
J . Alvaro

Vice President
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Duke Energy
139 E 4th Street
Cincinnati, OH 45202

April 1, 2023

Mr. Steve Kowolonek

President Local 600

Utility Workers Union of America
810 Brighton Street

Newport, KY 41071

RE: Revenue Services Representatives

Dear Mr. Kowolonek:

During the 2023 negotiations the parties have agreed to the following items related to the
Revenue Services Representative (RSR) position:

Wage Rate: Effective the first day of the pay period following ratification of the 2023 Labor
Agreement (the “Agreement”), the minimum rate of pay for the RSR position will be $18.50 per
hour and the maximum will be $23.00 per hour. The GWI will not increase the minimum or
maximum rate of pay for this job classification. In addition, the rate of pay for any current
employees in the RSR job classifications, effective the first day of the pay period after contract
ratification, will increase as follows:

New Rate After
RSR Current Rate Market Adjustment
$17.00 - $17.99 $18.50
$18.00 - $18.99 $19.50
$19.00 - $20.50 $22.00

Merit Increases: Employees in the RSR position may progress to the maximum wage rate
through merit increases of $0.50 per hour at six-month intervals. Employees will be eligible for
$0.50 merit increases in accordance with the December 29, 2000, Patrick P. Gibson Letter.
Employees at the maximum rate of pay will receive an annual merit increase in a lump sum
amount equal to the negotiated general wage increase for clerical employees, which may be in
the form of a percentage pay increase and/or lump sum amount.

Selection: The Company will give first consideration to full-time employees over part-time
employees in the competency-based selection process for the RSR position when all other
qualifications, knowledge and experience are equal.

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

Tamper Theft and Switched Meter Work: The Company and the Union agree to establish a
$2.25 per hour premium to be paid to employees in the RSR position when management assigns
them to perform tamper theft and switched meter work. Management will assign full-time
employees to perform this specialty-type work as needed. Any employee who has received a
verbal warning in the past six months, or a disciplinary letter or higher-level discipline in the past
year will not be eligible for those assignments. Such employees are eligible for consideration
once his or her record is free from a verbal warning for six months, and/or free from any
disciplinary letter or higher-level discipline for one year. It is anticipated the number of
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employees performing this work will vary based on workload and the Company’s needs of
service. Should additional specialty type work become necessary, as determined by the
Company in its sole discretion, the Company will meet with the Union, at its request, to discuss
whether the premium is applicable to the work. The Company reserves the right in its sole
discretion to determine whether the premium is applicable.

Management will consider seniority as a tiebreaker to determine which equally qualified
employees will be assigned to perform this work. No premium will be paid to employees while
training or on paid time off. This letter shall not be construed as limiting management’s rights
under the terms of the Agreement in any way.

In addition, probationary RSR’s will not be eligible to apply for other positions for a period of
twelve months from the date of hire. However, employees meeting the educational
requirements for technical positions represented by the Union will be eligible to apply during the
twelve-month period.

This letter will be in effect during the term of the 2023 — 2027 Agreement.

Sincerely,

Lisa Gregory
Manager Labor Relations
Labor Relations
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Duke Energy
139 E 4th Street
Cincinnati, OH 45202

April 1, 2023

Mr. Steve Kowolonek

President Local 600

Utility Workers Union of America 810
Brighton Street

Newport, KY 41071

RE: Competency Based Selection

Dear Mr. Kowolonek:

During the 2023 negotiations, the Company and Union discussed the ongoing implementation
of the Competency Based Selection (CBS) Process for certain job classifications. Specifically,
this process will be utilized when filling certain clerical jobs designated as Level C8 and above
and certain technical jobs designated as level T4 and above. This will ensure that the most
qualified candidate is selected for the position and is more likely to succeed.

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

¢ Job applications/resumes will be screened to determine that the basic qualifications, as
set forth in the job description are met. An employee’s corrective action which is below
suspension, or which was issued more than twelve (12) months earlier, will not affect
consideration of the employee for any jobs that are posted externally.

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

¢ Candidates meeting the minimum qualifications will be evaluated based on the following
factors: skills and qualifications, prior job performance and/or experience and, in certain
positions, a Basic Skills Assessment.

¢ Absent unusual circumstances, candidates will be interviewed by a team of at least three
qualified, interviewers as determined by the Company. When determined by the
Company to be feasible, one of the interviewers will be from a department out of the
department posting the position. Human Resources and/or Labor Relations will continue
to provide guidance as appropriate.

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

¢ One point will be provided for existing UWUA members; and

e One point will be provided for existing UWUA members who are full-time employees.
Accordingly, a part-time UWUA member would be provided with one advantage point

and full-time UWUA members would be provided with two advantage points.
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Sidebar Letter A65 2
Competency Based Selection

e Seniority will be the deciding factor if there are two full-time, internal candidates who are
equally qualified as determined by the Company.

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

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

CLERICAL

TECHNICAL

Gas Operations Administrator

System Integrity Technician Associate

Administrative Office Clerk

System Integrity Technician

Transmission Office Coordinator

Sr System Integrity Technician

Order Processing Representative

Gas Technician

Sourcing/Purchasing Associate

Control Technician Il

Customer Relations Representative B

Technician

Gas Document Specialist

Control Technician I

Customer Relations Clerk B

Gas Layout Technician

Office Coordinator

T&D Support Technician

Revenue Services Representative

Control Technician |

Service Installation Representative

Sr Gas Layout Technician

Customer Experience Support

GIS Technologist Il

Senior Work Management Specialist

GIS Technologist |

Land Analyst

GIS Technologist IlI

Gas Office Coordinator

LIT Support Agent Il

Gas Operations Support Specialist

LIT Support Agent |

Customer Relations Representative C

T&D Design Technician

Customer Relations Clerk C

Design Technician

Engineering Office Clerk

Operations Technician

Administrative Office Clerk — IT

Sr Substation Design Technician

Administrative Office Clerk — ES

Sr T&D Design Technician

Gen Station Office Coordinator

Distribution Technician

Trans Supply/Material Clerk

Substation Design Technician

Surveying Technician

Sr Transmission and Distribution Technician

Sr T&D Support Technician

Gas Marketing Specialist

Configuration Management Specialist

Engineering Specialist |

Engineering Specialist Assistant

Event Tech Services Specialist |

Gas Controls System Tech

P&C Design Document Specialist

Lighting Specialist |

Lighting Specialist Il

Network Engineering Specialist

NG GIS Technologist |

NG GIS Technologist Il

NG GIS Technologist Ill




Sidebar Letter A65 3
Competency Based Selection

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

Sincerely,

Lisa Gregory
Manager Labor Relations
Labor Relations
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April 1, 2019

Mr. Steve Kowolonek

President

Utitity Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Severance Program

Dear Mr. Kowolonek:

To the extent the Company and the union agree that a severance opportunity will be provided to UWUA
represented employees during the term of the CBA, the Company will provide employees who are designated
as eligible by management a one-time lump-sum severance payment and other benefits if they meet basic plan
requirements, as set forth below;

Severance Payment Formula
The Severance Payment will be calculated as follows based on the Eligible Employee’s release date:
+ Two weeks of Annual Base Pay for each Year of Service (including partial Years of Service).

e For employees hired on or after April 1, 1989, the Severance Payment will not be less than 12
weeks and not more than 52 weeks of the eligible employee's Annual Base Pay.

e For employees hired before April 1, 1989, the Severance Payment will not be more than two times
the eligible employees Annual Base Pay. The maximum severance payment will not exceed two
times an employee's annual compensation calculated as two times the compensation listed in Box
5 of the employee's most current W-2,

Additional Benefits

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

* Access to outplacement services under the Company's program.
Design Features

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

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

» Employees who separate under this Program will nat be eligible for rehire or for staff-augmentation
contingent worker (contractor) assignments for 12 months after their release date.
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The Company shall designate who will be eligible for the severance program by department, job classification,
age and/or years of service. or other legitimate, objective criteria, as determined by the Company, in its sole
discretion.

Sincerely,

W sloctl nittl

Michael A. Ciccarella
Senior HR Consuliant
Labor Relations



Duke
Energy-

April 13, 2012

Mr. James Anderson

President

Utility Workers Union of America
IUU Local 600

810 Brighton Street

Newport, Kentucky 41071

Re: Overtime Provisions

Dear Mr. Anderson;

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

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

double time.

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

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

It is believed that this letter accurately describes the parties’ agreement.
Very truly yours,

Qi

Ja Alvaro
Vice President, Labor Relations
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Mr. James Anderson

President

Utility Workers Union of America
IUU Local 600

810 Brighton Street

Newport, Kentucky 41071

Re: Qutsourcing Affecting Job Elimination

Dear Mr. Anderson:

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

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

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

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

¢ Management representative of the outsourcing department;

¢ Union leadership;
« A representative from Labor Relations

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

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

it is agreed that this letter accurately reflects the parties’ agreement.

Very truly yours,
J . Alvaro

Vice President, Labor Relations
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Michael A. Ciccarella
Labor Relations Consultant
513.287.5022 (Tel)
513.287 1760 (Fax)

November 16, 2009

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

RE: LIT Support Agent Job Progression

Dear Mr. Anderson;

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

e LIT Support Agent |
e LIT Support Agent il

e LIT Support Agent HI

Initiaily three positions will be filled with one employee classified as a Support Agent | and two classified
as Support Agent |l. Based on the skill set required 1o perform this work, the Company will select the
individuals for these positions. In regard to educational requirements, employees initially placed in these
positions will be grandfathered and will be considered as meeting the requirements for promotional
opportunities within this progression. Going forward, the LIT Support Agent Il will be the entry level
position for this progression and posted as stated in the Collective Bargaining Agreement.

Wage Rates

The wage rates for this classification will be as follows;

Job Classification Minimum Heurly Rate Maximum Hourly Wage | Merit Increase
LIT Support Agent | $30.71 $33.71 §0.25
LIT Support Agent || %2597 $28.97 $0.25
LIT Support Agent Hl $21.88 $24.50 $0.25

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

Merit [ncreases

Merit increases will be given every six months is accordance with the “Patrick P. Gibson” letter dated
December 29, 2000. These increases will be $0.25 per hour,

Sidebar Letter A73
Page 1
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Out of Town Work Assignments

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

Emergency Overtime Callouts

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

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

Progression

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

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

Sincerely,

el Vel

Michael A. Ciccarella
Labor Relations Consultant

Duke Energy
O e o P Date: /J//’::/C??

James Andersafy, Presideﬁt
nion of America, Local 600
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Michas! A Clocarellz
513.287.5022 {Te}
5132871760 (Fa)

March 31, 2011

Mr. Jim Anderson

President

Litlliy Workers Union of America
Local 600

&10 Brghton Street

Newport, Kentucky 41071

RE: Qn Calf Rofation - Local T Support

Dear Mr. Anderson:

Per our recent discussion, the Company s estabfishing an on call rotation for employees in the Local
information’ Technology Job progression. As we discussed, the empioyee in the LIT | dassification is
exclided from this rotation due to business needs at this me. However, it ia acknowledged and agreed
that the Compary has the sole discrefion to include employee(s) in tha LT | classification in the rotation if
business requirements change in the future,

While on call, employees will be compensated at the rate of $16.50 per day. In addition, the minimum call
acut will be two hours. If a second call out is required within two hours of the First call out, it will be
considered a continuation of thet first call out As previously agreed to, amployeas will be permitted o
respond from locations other than a Duka Energy facility. i an empioyee does not travel in order o
rezpond, then no traval time will be pald.

Employees faifing to respond %o a call cut in a tmely manner may ba subject to disciplinary action, up to
and including discharge.

Sincarsly,

e N
KR B
Michae! A C:ocarella
Labor Relations Consuftant
Duka Enargy
For tha Enion:

<
P nt, UWUA Local 600
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April 1, 2023

Mr. Steve Kowolonek

President Local 600

Utility Workers Union of America
810 Brighton Street

Newport, KY 41071

Re: Emergency Work

Dear Mr. Kowolonek:

This letter documents our discussions and agreement concerning emergency work
performed for other utilities and outside of the Duke Energy Ohio and Kentucky Region.
The following guidelines will apply when employees represented by UWUA Local 600,
are called upon to work outside of the Duke Energy Ohio and Kentucky Region in
emergency situations.

Compensation Guidelines:

All hours of travel or work will be paid at the rate of time and one-half for all
emergency time worked for other utilities at their respective operating locations.
Emergency work performed outside of the Duke Energy Ohio and Kentucky
Region at a location or facility owned or operated by the Company, or its parent
and related subsidiaries/affiliates, that requires a lodging stay from home, on the
first day of the assignment the straight time rate will be paid during regular
working hours and the time and one-half rate will be paid for hours of continuous
work over the regularly scheduled hours. Beginning with the second day and for
the remaining days of such an assignment, the rate of time and one-half will be
paid for hours worked.
After 16 consecutive hours of work, Article XII, Section 2(c) will continue to apply.
Compensation when traveling begins when the employee begins driving toward
their destination and ends when the employee arrives at the final destination of
the day.
When employees reach their destination and are to begin work, compensation
will begin when the employee leaves the staging area. If the staging area is away
from the place of lodging and crews have to be transported to the staging area,
then time begins when the employee leaves the place of lodging.
Compensation ends for the workday when the employee returns to the staging
area. If the staging area is away from the place of lodging and crews have to be
transported, then the time will stop when the employee returns to the place of
lodging.
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Duke Energy
139 E 4th Street

[ DU KE Cincinnati, OH 45202
S ENERGY.

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

+ Employees are not eligible to receive a daily per diem allowance.
Crew Assignments:

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

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

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

Sincerely,
a0 (4 z‘iit-’J C LE/
Lisa Gregory

Manager Labor Relations
Labor Relations
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May 8, 2014
Mr. Jim Andarson
President
Utility Workars Unien of America
Local 600
810 Brighton Street
Newport, Kentucky 41071
Dear Mr. Anderson:
| am writing in regard to our canversaticns regarding the establishment of tha Senior Work Management
Support Specialist within Midwest Delivery Operations. As we have discussed, the minimum hourly rate
for this position will ba $31.02 and a maximum rate of $31.52 per hour. Merit increasas will be
administered as outlined in the Collective Bargaining Agreement. Furthermore, Sidebar Lefter A65
(Competency Based Selection) will be applicable fo this position. Also as discussed, the Company will
agree that the first three positions will be limited to qualified UWUA represented employees pius any
additional positions for two years after entaring this agreemant. In the event that three positicns are not
filled within two years, the agreement will ba extended until such time as thres total positions arg offersd.
This agreement in no manner restricts the Company's right to revise this job description in the future as
provided for in the Collective Bargaining Agreement or any applicable sidebar letter,
| belleve that this fettar accurately describes our conversations regarding this issue. If you are in
agreement, please sign and raturn this letter to me.
Sinceraly, ¥ Sy
Wi, B
/1 Lo ) cove .’c’ff./EL.
Michael A. Ciccaralia

=" Sanior HR Consuitant
Labor Relations KY/OH/Caralina

< Date: ‘5'/ . /Il‘p
me&: Enderson, Presidant {7
Al Workers Union of America, Local 800

WYY, DURE RIS LU

Sidebar Letter A77
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April 15, 2015

Mr. James Anderson

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Separation of Delive erations and Gas Operations

Dear Mr. Anderson:

During the 2018 negotiations, the parties discussed the separation of Midwest Delivery Operations and
Gas Operations relating to clerical functions performed by Office Coordinators, Customer Projects
Recourse Specialists, and employees assigned to the Order Cornpletion role.

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

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

In order to give incumbent employees a final opportunity to move between the slectric and gas bidding
areas, the next three vacancies in either bidding area for an OC or a Gas QC will be filled by cross
bidding (hand raising) as a combined area. The process for each vacancy will continue until the original
posting is filled. This same process will also apply for the next CPRS or GOSS vacancy. Once this
commitment is fulfilled, vacancies will be filled using the Competency Based Selection process in
accordance with Sidebar Letfters A21 {CPRS) and AB85 and hand raising will apply only within the
individual bid area.

Sidebar Letter A79
Page 1




In the event of a work force reduction, the Cffice Coordinator and Gas Office Coordinator classifications
will he combined for the purpose of determining any rallbacks or layoffs. The same will apply for the

CPRS and Gas Operations Support Specialist classifications.

Sincerely,

' . Alvaro
r, Labor Relations
Duke Energy

Sidebar Letter A73
Page 2
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April 15, 2015

Mr. James Anderson

President

Utitity Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Global Positioning Satellite (GPS)
Dear Mr. Anderson:

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

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

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

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

Sincarely,

{-\ . Alvaro
Divestor, Labor Reiations
Duke Energy

Sidebar Letter A-80
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139 E 4" Street
Cincinnati, OH 45202

April 1, 2023

Mr. Steve Kowolonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Engineering Specialist Progression

Dear Mr. Kowolonek:

During the 2023 negotiations, the parties discussed the Engineering Specialist Job Progression in the
Customer Projects Bidding Area and the Transmission & Distribution Bidding Area. This progression
consists of the Engineering Specialist I, Il, and Ill classifications.

Effective the first day of the pay period following ratification, all current employees in the Engineering
Specialist 1l job classification will be slotted into the T10 wage level commensurate with their time in the
job classification. The wage levels for these positions will be as follows:

Job Classification Wage Level Maximum Hourly
Rate as of 4/1/23
Engineering Specialist Il T10 $45.11
Engineering Specialist |l T8 $41.87
Engineering Specialist | T4 $34.56

Wage progression will be as outlined in Article VIII of the Agreement and Sidebar Letter A40, with selections
determined by the Company in accordance with Sidebar Letter A65. Employees are required to successfully
complete all training programs required by the Company and to successfully promote to the Engineering
Specialist 1ll job classification within the timeframes outlined in the job descriptions. In addition, the
Company maintains all rights provided under the Collective Bargaining Agreement and applicable sidebar
letters, including, but not limited to the right to revise the Engineering Specialist job descriptions based on
future business needs. Should material revisions occur, UWUA Local 600 may request a re-evaluation by
the Job Evaluation Committee as provided for in the Agreement.

Promotion will consist of the following requirements:
e Supervisor’s review and recommendation
e Field Test

If an employee fails to satisfy these requirements on their first attempt, they will be given three (3)
months to prepare to retake the field test. The three (3) months will begin once leadership has
reviewed the results of the original test with the employee. Should an employee not successfully
complete the requirements to move from Engineering Specialist | to Engineering Specialist I, the
employee will be terminated from the Company. Employees hired after the effective date of this
Agreement who do not successfully complete the requirements to move from Engineering Specialist
Il to Engineering Specialist Il will be terminated from the Company.
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Duke Energy

Labor Relations

139 E 4" Street
Cincinnati, OH 45202

Employees in the Engineering Specialist | classification may be assigned to a specific headquarters for
training purposes as determined by the Company. Employees in the Engineering Specialist | classification
will receive all training necessary as identified by the Company to safely perform assigned duties and meet
all the requirements to promote to the Engineering Specialist 11l position.

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

As agreed, current employees in the T&D Design Technician progression will be given a one-time
opportunity to move to the Engineering Specialist progression following contract ratification. Employees
in the T&D Design Technician job classification will be given the opportunity to transition to the
Engineering Specialist Il job classification and will be required to assume all job responsibilities and
complete all applicable training. Employees will have the option to promote to an Engineering Specialist
Il upon successful completion of the necessary assessments. Employees in the Sr. T&D Design
Technician job classification will be given the opportunity to transition to the Engineering Specialist 11l job
classification and will be required to assume all job responsibilities and complete all applicable training.

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

Additionally, the Company will use this process to fill any newly created job classifications that are at or
above the C8 or T4 wage level (or its equivalent). The selection process for Customer Projects Resource
Specialist, Customer Project Coordinator and the Gas Operations Trainer, will remain as outlined in the
applicable side bar letters.

Sincerely,

o 0B

sa Gregory
Manager Labor Relations
Labor Relations
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April 15, 2015

Mr. James Anderson

President

Utitity Workers Union of America
Local 600

810 Brighton Strest

Newport, Kentucky 41071

RE: Customer Relations Representative/Clerk C Puositions

Dear Mr. Anderson:

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

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

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

Sincerely,

Di¥ectr, Labor Relations
Duke Energy
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April 1, 2019

Mr. Steve Kowolonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Inclement Weather

Dear Mr. Kowolonek:

Duke Energy

Labor Relations

139 East Fourth St
Cincinnati, OH 45201

At Duke Energy, our goal is a zero injury and illness safety culture for our employees and the communities
we serve. [n order to address the UWUA Local 600's concerns regarding inclement weather, when the
Company determines there is a safety concern during periods of heavy or continuous storms or excessive
cold weather, the Company will not require employees to perform construction or maintenance work in
exposed locations outdoors, unless such work is necessary to protect life, property, or continuity of service.
Employees are encouraged to communicate with their supervisors or managers to report and discuss any
weather situations they believe may be unsafe. It is expressly understood and agreed that the services to
be performed by the employees covered by this Contract pertain to and are essential to the operation of a

public utility and to the welfare of the public.

Sincerely,
Michael A. Ciccarella

Senior HR Consultant
Labor Relations
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March 12, 2018

Mr. James Anderson

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Alternate Schedule

Dear Mr. Anderson:

I am writing in regard to our conversations regarding an alternate work schedule consisting of 4 nine hour
days and one 4 hour day. As discussed, this schedule will be administered as follows;

o The four hour day will be determined by business needs and may not necessarily be a Monday or
Friday.

e« Meal compensation will remain at ten hours as outlined in the Collective Bargaining Agreement
including the four hour day.

* Where possible, seniority will be used in the selection of schedules absent business needs as
determined by the Company. Should it be necessary to deviate from seniority, the Company will
notify the Union the reason for the deviation and afford the Union an opportunity to offer
alternatives.

s The double-time day will be Sunday.

» Personal/diversity days must be taken in full days regardless of the employee’s schedule and
cannot be taken in smaller increments.

» Employees working this schedule will revert to an eight hour schedule during all workweeks that
contain a holiday recognized by the Company in an effort to maintain consistency throughout the
bargaining unit.

The availability of this schedule to various workgroups and employees within those groups will be based
on business needs. The Company retains all rights under the Agreement and applicable sidebar letters
including the right to discontinue this schedule. | believe that this letter accurately describes our
conversations regarding this issue. If you are in agreement, please sign and return this letter to me.

Sincerely,

Michael A. Ciccarella
Senior HR Consultant

For the Union:

_ Date: _ ?//&/ A

; sl MRV Y
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September 13, 2016

Mr. James Anderson

Fresident

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Gas Marketing Progression

Dear Mr. Anderson:

The Gas Marketing progression, consisting of the Gas Marketing Specialist and Senior Gas Marketing
Specialist classifications, was established in 2015 in order to assist in the expansion of Duke Energy's
commercial gas operations. Since that time, the roles have evolved to the extent that the Company has
determined that combining the classifications will provide the maximum flexibility in meeting customer
needs.

Per our conversation, the existing classifications will be combined into cne classification. Current
educational requirements for the Gas Marketing Specialist call for 2 minimum of 45 credit hours with an
Associate's Degree obtained within three years. The requirement for the revised job description will be a
minimum of 45 credit hours with an Associate’s Degree in engineering, technology, construction
management, or business obtained within eighteen months of entry intc the classification. Absent
extenuating circumstances as solely determined by the Company, employees who fail to obtain the
required degree within the eighteen month time frame are subject to discharge. The Company retains all
rights under the Collective Bargaining Agreement to modify the duties and qualifications including
acceptable degree requirements. Should the Company contemplate such revisions, notice will be given to
the Union prior to any ¢changes being made.

The wage rate for employees entering the classification will be the T7 minimum hourly rate. As outlined in
the Patrick P. Gibson letter (Sidebar Letter A40) employees will be granied a merit increase in
accordance with the Collective Bargaining Agreement if progress, measured by demonstrated ility and
performance, has bean satisfactory after six months. After one year, and again based on sausfactory
performance, the employee’s wage rate will be adjusted to the T8 minimum hourly rate provided that all
educational requirernents are met. For those employees not meeting the educational requiremnent at the
twelve month mark, the wage adjustment will be made when the employee compiletes the requirement.
As stated above, this must occur within eighteen months of entering the ciassification.

Incumbent Gas Marketing Specialists with more than one year of classified seniority and mesting all
qualifications of the revised job description will have their wage rate adjusted to the T8 minimum hourly
rate. Any current Gas Marketing Specialist not meeting the educational requirement of the revised job
description will continue 1o have three years from entry into the classification to meet the requirement.
Upon meeting the education requirement and alt other qualifications, the employee will have their wage
rate adjusted to the T8 minimum hourly rate. Empioyees in this category will maintain their seniority.
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As stated previously, the Company maintains all righis provided under the Collective Bargaining
Agreement and applicable sidebar letters to revise or discontinue job descriptions, includir this one,
based on future business needs. Should such material revisions occur to the job descriptinn, UWUA
Local 800 may request a re-evaluation by the Job Evaluation Committee as provided r in the
Agreement.

In addition, UWUA Local 600 agrees to withdraw Grievance #399 pertaining to the establishment of the
Gas Marketing progression.

| believe that this accurately describes our conversation regarding this matter. If you are in agreement,
please sign and return a copy of this fetter to me.

Sincerely,
{;:"/ ,rf(/z‘_’jwf ( weeanddtn
Michael A. Ciccarella
Senicr HR Consultant
Labor Relations

For the Union: e

—

Signedy
= es Anderson, President
Utili orkers Union of America, Local 600

A85



‘ Duke E
i‘i, - DUKE 139 Ea;llt Fourth ot
- ENERGYQ; Cincinnati, OH 45201

Labor Relations

September 26, 2017

Mr. James Anderson

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Lighting Specialist Progression

Dear Mr. Anderson:

| am writing in regard to our conversations regarding the establishment of the Lighting Specialist
progression. As discussed, this will be a separate bid area consisting of the Lighting Specialist | (Wage
Level T5) and Lighting Specialist Il (Wage Level T8) job classifications. All applicable provisions of the
Collective Bargaining Agreement, including Sidebar Letter A5 - Competency Based Selection, will apply
to these positions.

The initial posting will be for two Lighting Specialists lls and be restricted to qualified employees in the
Distribution Design OH/KY and the Distribution Design (Subdivision) departments. Should the successful
candidate be in a classification with a wage level higher than T8, then they will be grandfathered in their
current classification and be eligible for contractual wage increases applicable to that classification. For all
other purposes under the Collective Bargaining Agreement these grandfathered employees will be
considered as Lighting Specialists Ils. As such, they will have no rollback rights within their former work
groups. Conversely, these employees would not be included in any surplus/roliback scenario within their
prior work group. The ability of employees with more than fifteen years of service to displace employees
outside of their bidding area is not impacted. Employees in the Technician or T&D Design Technician
classifications accepting a Lighting Specialist position will not be eligible to promote as outlined in Sidebar
Letter A81.

The Company maintains all rights provided under the Collective Bargaining Agreement and applicable
sidebar letters to revise or discontinue job descriptions, including these, based on future business needs.
Should such material revisions occur to the job description, UWUA Local 600 may request a re-evaluation
by the Job Evaluation Committee as provided for in the Agreement.

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

Sincerely,

TVl (Ciractth,
Michael A. Ciccarella

Senior HR Consultant
Labor Relations KY/OH/Carolina

For the Union:

Signed:

Date: / 6//2‘// 7
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March 16, 2021

Mr. Steve Kowolonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: GIS Progression

Dear Mr. Kowolonek:

The parties have recently discussed revising the GIS Technologist job descriptions and progression. As
was discussed, the changes to the GIS Technologist | (68141), GIS Technologist Il (68140), and GIS
Technologist [l (68139) job descriptions are not material enough fo warrant a reevaluation for wage
purposes. Employees will be required to successfully complete all training programs required by the
Company and to promote to the GIS Technologist Il position in a timely manner. Employees successfully
completing the requirements for the GIS Technologist lll position will automatically promote to that position.

The Company maintains all rights under the Collective Bargaining Agreement and applicable sidebar letters
to create and revise job descriptions, including the above referenced GIS job descriptions, based on future
business needs as determined by the Company. Should such material revisions occur, UWUA Local 600
may request a re-evaluation by the Job Evaluation Committee as provided for in the Agreement.

| believe that this letter adequately describes our conversations regarding this issue. If you are in
agreement, please sign and return a copy of this letter to me.

Sincerely,

Michael A. Ciccarella

Senior HR Consultant
Labor Relations

For the Union:

Signed:ﬁyw Date: 3//6/0?&;2{

Steve Kowotonek 4 M
Utility Workars Union of America, Local 600 A-87
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April 1, 2023

Mr. Steve Kowolonek

President Local 600

Utility Workers Union of America 810
Brighton Street

Newport, KY 41071

Re: Special Union-Wide Lump Sum Bonus Opportunity

Dear Mr. Kowolonek:

During the 2023 negotiations, the parties agreed to a special union-wide lump sum bonus
opportunity. For the 2023 and 2024 calendar years of the 2023 — 2027 Labor Agreement, all
employees represented by UWUA, Local 600 will be eligible to earn a special lump sun annual
bonus (the “Special Bonus”) equal to 0.5% of their Eligible Earnings, as defined below, during
the applicable year. The Special Bonus will be earned only if Duke Energy achieves at least
the target performance level with respect to the adjusted diluted Earnings Per Share (EPS)
goal that applies to UWUA, Local 600 employees under the Union Employees Incentive Plan
(the “UEIP"), with the Company reserving sole discretion to determine the achievement level
for the EPS goal based on such adjustments as it determines to be equitable and appropriate,
provided the EPS achievement level for the Special Bonus will be the same as the
achievement level for the EPS goal generally applicable to the enterprise under Duke
Energy’s short-term incentive plan for the calendar year.

To receive a payment, employees must be employed in good standing on December 31 of the
applicable calendar year. Employees who have worked at least 6 months during the calendar
year and retire from the Company during the year, will be eligible to receive a Special Bonus
for the year, based on the Eligible Earnings received during the applicable calendar year. Any
earned Special Bonus for 2023 and 2024 will be paid in March 2024 and March 2025,
respectively, in a single lump sum payment, less applicable taxes and other withholdings. For
purposes of the Special Bonus, “Eligible Earnings” will mean all straight time and overtime
earnings for the applicable calendar year. Any Special Bonus earned will also be eligible to
be taken into account when determining an employee’s benefits under Duke Energy’s
retirement plans (i.e. pension and 401(k)).

Sincerely,
\Zoan/t Moo
A0 U Yo 3 9’@ L(Lj
Lisa Gregory

Manager Labor Relations
Labor Relations
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June 23, 2021

Mr, Steve Kowolonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Remote Work

Dear Mr. Kowolonek:

Recently the parties have engaged in discussions regarding remote work and the applicability for
employees represented by the Utility Workers Union of America, Local 600. As discussed, each employee
excluding those assigned to the Customer Care Center will be assigned to one of four Mobility
Classifications described below.

A. Field Employees — These roles involve highly mobile day-to-day work. Employees in field roles
may be based out of a facility (e.g., operations center), but do not require an assigned workspace
and infrequently use shared seating or collaboration space at a Company facility.

B. On-Site Employees — In these roles, the vast majority of work must be performed at a Company
facility. Employees in these roles normally require an assigned workspace, routinely use
collaboration space, require access to Company assets and tools that are only available on-site,
and/or require a high degree of in-person, face-to-face team interaction and collaboration.

C. Hybrid Employees — Roles involving work that can be effectively performed by working either
remotely or at an on-site location, normally 2-3 days per workweek being spent on-site. Employees
in hybrid roles require and benefit from regular in-person, face-to-face team interaction or
collaboration, but do not require an assigned workspace. Instead, they utilize unassigned or shared
workspaces and the Company's standard desktop applications.

D. Virtual Employees — Employees in these roles can perform almost all work from a remote location
due to the nature of the job, do not require an assigned workspace and only occasionally need
shared seating or collaboration space in a Company facility. Virtual employees should live within a
reasonable commute to the Duke Energy facility where their team (i.e., manager and/or teammates)
is located and/or to which they are assigned as they may be required to report to a Company facility.

Employee Mobility Classifications will be made by the Company in its sole discretion and may be changed
by the Company at any time. Assignments will be based on business needs as determined by individual
work groups. For example, Gas Work Management Support may determine that the business needs are
better met by having employees classified On-Site while Customer Delivery Work Management Support
may determine their needs can be met with Hybrid employees. Hybrid or Virtual employees experiencing
performance or technology issues may be reclassified as On-Site employees. The Union may request a
review of such a decision. The classification or reclassification of any employee shall not be subject to the
grievance procedure,

Employees in a Hybrid/Virtual Employee Mobility Classifications are expected to report to a Duke Energy
facility as required and directed by their manager/supervisor. This may change based on business need.
To the extent possible, the Company will attempt to give a 24 hour notice for a change in reporting location.
Employees should also report to their assigned Duke Energy facility in the event of technical difficulties,
training, in-person meetings, or based upon business needs as determined by the Company.

A-89



Mr. Steve Kowolonek
June 23, 2021
Page 2

Employees must immediately report all internet or power outages via phone to their supervisor. If the outage
is :expected. to. last longer than: 30 -minutes or the duration: is not known, the-employee should make
arrangements to report to a Duke Energy facility designated by their supervisor. Commuting time is not
compensable. Connectivity issues not related to an outage lasting more than 15 minutes must also be
reported to the employee’s supervisor. For those connectivity or system issues requiring the assistance of
the Enterprise Help Desk that cannot be resolved within 60 minutes, the employee should report to a Duke
Energy facility as outlined above. As an alternative to reporting to a Duke Energy facility, the employee may
utilize make up time in lieu of reporting to the office at supervisor discretion. Other options include, at
supervisor discretion, vacation time or excused unpaid absence provided critical business needs are met.

Hybrid employees who qualify for the Commuter Benefits Program remain eligible for the Company
provided subsidy for parking or public transit costs incurred when required to report to their assigned,
metropolitan area Duke Energy facility on the same basis as the non-represented workforce. Hybrid
employees will not be eligible for mileage reimbursement for commuting to their assigned Duke Energy
work location. Virtual employees are not eligible to participate in the Commuter Benefits Program as their
assigned work location is not in an approved metropolitan Duke Energy facility. Virtual employees may
submit for reimbursement of reasonable and necessary parking expenses incurred when required to report
to a Duke Energy facility through the expense management system.

Employees assigned a Hybrid or Virtual Employee Mobility Classification are expected to provide the
following in their remote (i.e. home) workspace:

A. High-speed internet service.

B. Ergonomic office furniture and lighting.

C. Asafe, quiet workspace that accommodates confidential conversations as appropriate.
As stated above, the initial classification or reclassification of any employee or workgroup shall not be
subject to the grievance procedure. In addition, the Company reserves the right to discontinue remote work
for UWUA represented employees in its sole discretion. Such decision shall not be subject to the grievance
procedure. Should the Company contemplate discontinuing remote work in its entirety, a notice of not less
than 30 days will be provided to the Union.
| believe this letter accurately describes our conversations regarding this issue. If you are in agreement,
please sign and return this letter to me.

Sincerely,

Wishd (inseitd,
Michael A. Ciccarella

Senior HR Consultant
Labor Relations

For the Union:

NMbve, ftrarthyed.  42327)

Steve Kowolonek” Date
President, UWUA Local 600
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February 24, 2020

Mr. Steve Kowolonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Nawport, Kentucky 41071

RE: Establish Network Enaineering Specialist Classification

Dear Mr. Kowolonek:

Per discussion between the Union and the Company, a new job classification is being established within
the Customer Projects Bidding area. The classification and wage level are as follows:

Job Title Wage Level
Network Engineering Specialist | T11

The Company reserves the right to change or modify this job description in accordance with the Collective
Bargaining Agreement. Prior to modifying the job description, the Company will review proposed changes
with the Union to discuss if the modifications are significant to the extent that an increase in the wage rate
would be warranted. Per Sidebar Letter A85, the Competency Based Selection process will be used to fill
openings in this newly created classification. | believe that this letter adequately describes the discussions
held regarding this matter. If the Union is in agreement with this proposal please return a signed copy of
this letter to me at your earliest convenience.

Sinc ' — P
T, Booruna
Terri Barnes

Senior HR Consultant
Labor Relations

e iz oloihe w4 4-3020

Steve Kowolorfel”
President
Utility Workers Union of America, Local 600
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July 25, 2022

Mr. Steve Kolowonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: ES Admin. Office Clerk

Dear Mr. Kolowonek:

| am writing in regard to our conversations regarding establishment of the Environmental Services
Administrative Office Clerk job classification. As discussed, the Environmental Services Administrative
Office Clerk job classification will be established in the newly created Environmental Services Bid Area as
a stand-alone position. The wage level will be C9 with a maximum rate of pay of $28.18 per hour. All
applicable provisions of the Collective Bargaining Agreement, including Sidebar Letter A65 - Competency
Based Selection, will apply to this position.

The Company maintains all rights provided under the Collective Bargaining Agreement and applicable
sidebar letters to revise or discontinue job descriptions, including this one, based on future business needs.
Should such material revisions occur to the job description, UWUA Local 600 may request a re-evaluation
by the Job Evaluation Committee as provided for in the Agreement.

I believe that this letter accurately describes our conversations regarding this issue. If you are in agreement,

please sign and return this letter to me.

Sincerely,

Senior HR Consultant
Labor Relations

For the Union:

Signed: %; /mv./fa,«.__. Date: '—l "0’2(.0 90)\)\

Steve Kolowonek, President
Utility Workers Union of America, Local 600
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June 16, 2021

Mr. Steve Kolowonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Generating Station Clerk

Dear Mr. Kolowonek:

| am writing in regard to our conversation regarding the Generating Station Clerk classification at the East
Bend and Woodsdale Generating Stations. As we have discussed, the wage level for this position is
currently Wage Level 8 with a maximum rate of $25.72 per hour. The parties have agreed to increase the
wage level to Wage Level 9 with a maximum rate of $27.49 per hour. This increase will be effective the
beginning of the first pay period after the execution of this agreement. The two incumbent employees in
this classification will receive an increase to $27.49 per hour.

The Company maintains all rights under the Collective Bargaining Agreement and applicable sidebar letters
to create and revise job descriptions, including the above referenced Generating Station Clerk job
description, based on future business needs as determined by the Company. Should such material
revisions occur, UWUA Local 600 may request a re-evaluation by the Job Evaluation Committee as
provided for in the Agreement,

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

Sincerely,

Tl {ousitt,
Michael A. Ciccarella

Senior HR Consultant
Labor Relations

For the Union:

Signed: )G%;e/ /M Date: é -] é’ } 2(

Steve Kolowbnek, President
Utility Workers Union of America, Local 600
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July 26, 2022

Mr. Steve Kolowonek

President

Utility Workers Union of America
Local 600

810 Brighton Street

Newport, Kentucky 41071

RE: Transmission Office Coordinator

Dear Mr. Kolowonek:

| am writing in regard to our conversations regarding the revised Electric Operations Clerk (EOC — 60764)
job description. As discussed, the EOC will be retitied Transmission Office Coordinator and the wage level
increased from C9 to C11 which has a maximum wage rate of $30.30 per hour. The one incumbent
employee in the EOC job title will have their pay adjusted to the maximum rate of pay for the C11 wage
level. All applicable provisions of the Collective Bargaining Agreement, including Sidebar Letter A85 -
Competency Based Selection, will apply to this position.

The Company maintains all rights provided under the Collective Bargaining Agreement and applicable
sidebar letters to revise or discontinue job descriptions, including this one, based on future business needs.
Should such material revisions occur to the job description, UWUA Local 600 may request a re-evaluation
by the Job Evaluation Committee as provided for in the Agreement.

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

Sincerely,

Senior HR Consultant
Labor Relations

For the Union:

Signed: )A‘ISKMW"\ Date: T-Ab- A0+ -

Stevé Kolowonek, President
Utility Workers Union of America, Local 600
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