








  
 

  

V – Hiring 

 

The Company agrees after ratification of the collective bargaining agreement to hire a minimum 
of 40 regular full-time employees (external to local 1238 hires) prior to April 1, 2021.  
Additionally, the Company agrees to hire a minimum of 110 regular full-time employees (external 
to local 1238 hires) for the remaining length of the 2020 collective bargaining agreement. 

  

 



VI - Benefits 
 
The following language would replace all contract language (Article VIII) as well as all 
GMU’s and if applicable, side agreements.   
 

EMPLOYEE BENEFITS 
 
I. A.   Employee Benefits.  

1.As of January 1, 2022, the following Company benefits shall be available to the Local 
1238 employees under the same terms and conditions as these benefits are made available 
to PHI’s non-represented employees each year and will be subject to any changes the 
Company makes to such plans and benefits. 

 
a) Medical (including hearing, prescription drug and wellness program) 
b) Retiree health care 
c) Dental 
d) Vision 
e) Pension 
f) 401(k) 
g) Life Insurance 
h) AD&D 
i) Health Care and Dependent Care Flexible Spending Accounts 
j) Group Legal Plan 
k) Employee Assistance Plan 
l) Employee Stock Purchase Plan 
m) Long Term Disability Insurance 
n) Retiree Life Insurance 

 
2. Notwithstanding paragraph A.1, the Company and the Union agreed that with respect 
to premiums for health insurance (medical): 
 

In 2022, the cost paid by the employee for his or her share of the premium in the 
HMO and PPO shall not increase more than 10% from the rates paid by the Union 
in 2021.   
 
In 2023, the cost paid by the employee for his or her share of the premiums shall 
not increase more than 10% from the 2022 rates. 
 
In 2024, the cost paid by the employee for his or her share of the premiums shall 
not increase more than 15% from the 2023 rates. 

 
 
3. Notwithstanding paragraph A.1, the Company and the Union agreed that with respect 
to the dental and vision the cost of the premiums would not exceed the following dollar 
amounts on a monthly basis from 2022 through 2024: 

 



 Dental PPO 2022 2023 2024 
You only 10 11 12 
You + 
Spouse/DP 20 22 

                                         
24 

You + Child/ 
Children 20 22 

                                      
24 

You + Family 35 40 45 
    

 Dental HMO 2022 2023 2024 
You only 9 10 11 
You + 
Spouse/DP 18 20 

                                       
22 

You + 
Child/Children 18 20 

                                      
22 

You + Family 33 38 43 
    

Vision 
Standard 2022 2023 2024 
You only 4 5 6 
You + 
Spouse/DP 7 9 

                                   
11 

You + Child/ 
Children 7 9 

                                   
11 

You + Family 17 22 27 
    

Vision High 
Plan 2022 2023 2024 
You only 7 8 9 
You + 
Spouse/DP 13 15 

                                      
17 

You + Child/ 
Children 13 15 

                                      
17 

You + Family 26 31 36 
 
 
 

4. Notwithstanding paragraph A.1.(f) above, in lieu of the 401(k) benefit available to PHI 
non-represented employees, effective with the plan year starting January 1, 2022, Local 
1238 employees who participate in the legacy Pepco Holdings LLC Retirement Plan – 
Delmarva Sub-Plan will  have a 401(k) where the Company shall match the participants 
contribution at $0.50 for each dollar of a participant’s contribution to the Plan, up to 6% 
of base pay; the match shall be made on contributions each pay period. 
 
5. Notwithstanding paragraph A.1.(f) above, effective with the plan year starting January 
1, 2022, Local 1238 employees who participate in the Pepco Holdings LLC Retirement 



Plan - PHI Sub-Plan will be eligible for a 401(k) where the Company shall match the 
participants contribution at 60% of the first 5% of base pay; the match shall be made on 
contributions each pay period.  In addition, these employees will be eligible for an annual 
variable match up to 3% based on the attainment of Annual Incentive Plan (AIP) payout 
percentage goals assuming the employee contributes 5% base pay each pay period and 
remains employed through the end of the calendar year in which the goal is met. Such 
variable match shall be payable in the calendar year following the calendar year the 
variable match is earned (e.g., the variable match for 2022 will be paid in 2023).       

  
 6.Notwithstanding paragraph A.1.(b), and A.1.(e), Local 1238 employees hired before 
January 1, 2021, shall continue to be eligible for the same pension plan, and retiree health 
care benefit as they are eligible for immediately prior to January 1, 2021..  If an employee 
does not have retiree health care benefits prior to January 1, 2021, that will not change.   
 
7.Notwithstanding anything above, with regard to any Local 1238 employee hired on or 
after January 1, 2021, the following company benefits shall be available to those 
employees under the same terms and conditions as the benefits are made available to 
PHI’s non-represented employees each year and will be subject to any changes the 
Company makes to such plans and benefits: Pension, Retiree Life Insurance and 401(k).  
Further, Local 1238 employees hired on or after January 1, 2021  will not be eligible for 
retiree health care nor have “access” to purchase retiree health care through the 
Company. 
 

 

B.  Other Policies/Programs.   As of January 1, 2022, Local 1238 employees shall be 
subject to the following policies/programs on the same terms and conditions as such 
policies/programs are made available to the Company’s non-represented employees from 
time to time. 

 
a) Bonding and Primary Caregiver Leave 
b) Adoption Assistance 
c) Tuition Reimbursement 
d) Back-up Child and Elder Care Services 

 
C.  Joint Health Care Committee.  The JHCC will remain intact and meet regularly to try 

to reduce costs and maintain quality care. 
 

D.  Notice to Union of Benefit Changes.  The Company may implement changes to the 
benefit plans/programs/policies listed in this Article to the extent that it makes such 
changes for its non-represented employees.  The Company agrees that it will not 
eliminate or materially change or amend the benefit plans/programs/policies listed in this 
Article as it relates to Local 1238 employees without providing the Union a minimum of 
thirty (30) days advance notice prior to any material change or amendment or 
elimination.  The Company shall meet with the Union during that 30-day period prior to 



implementation, or earlier if requested, to discuss such material changes or amendments 
or eliminations, if the Union requests such a meeting prior to the implementation. 

 
 
II.  Incentive Plans  
 
 Beginning in 2021, eligible employees may participate in the Company’s Annual 
Incentive Plan during the term of this Agreement.   
 
 The goals structure and parameters of the AIP will be established by the Company 
annually and generally be consistent with the goal structure and parameters that apply to non-
represented employees, with a payout ranging from 0% to 8% of base pay, with a target of 4%, 
based on the goals established by the Company.   
 



VII - Closest to Trouble 
 

This trial agreement describes the callout procedure in which the Troublemen in New Castle 
NCRO and North East will be called out for emergency response. 
 
Trial period will begin upon ratification of the CBA, and will expire on January 1, 2021, at 
which time through mutual agreement between Company and Union, the trial period may be 
extended, terminated, or a permanent agreement may be reached.  No extension or permanent 
agreement shall be executed without the approval of the Troublemen @ New Castle (NCRO) and 
North East respectively. 
 
This trial procedure will be used only for priority 9111 calls, and breaker/recloser lock outs with 
500 or more customers out of service.  When all the on call (where applicable) Troublemen are 
working, the Company may call the closest Electric Troublemen based on driving distance. The 
callout message shall specify it is a closest man callout and the responding Troubleman shall 
receive a 4 hr. minimum. 
 
During the trial period the Closest to Trouble calls will not be counted in the Overtime 
Acceptance Response Rate percentage. 
 
The Union would ask that information regarding when this callout procedure is used and how it 
affects our response time be communicated to the Union Monthly. 
 
Also, the Union has concerns regarding how this might affect the balance in overtime for the 
Troublemen, and a copy of the overtime list be sent to the Union as well on a monthly basis. 
 
The Company or Union at any time during the trial period shall after 2 weeks of written notice 
terminate the trial agreement. 
 
The Company and Union will meet as necessary to work out issues as they arise during the trial 
period. 
 
Notes: 
 
1 911 Calls involving working fires, accident poles associated with an outage, calls where 
emergency responders are standing by, and Priority 1 Emergency Calls. 



  
 

VII - Sick Leave  

 
SICKNESS DISABILITY ALLOWANCES - Effective 1/1/2021 

 
Section 1.01.  Regular full-time employees shall be eligible for sickness allowances as provided 
herein.  Sickness is defined as the non-occupational illness or injury of the employee, the illness 
or injury of a covered family member as limited herein, or preventative medical care of the 
employee or covered family member as limited herein; care if the employee or covered family 
member is a victim of stalking, domestic violence, or sexual abuse provided, that the absence is 
directly related to social or legal services pertaining to the stalking, domestic violence, or sexual 
abuse, as limited herein;  and, with respect to the Workers’ Compensation Supplement, injury 
arising out of or in the course of employment by the Company for which compensation will be 
paid under the provisions of the Workers' Compensation Act. 

In addition to this sick leave plan, employees may be eligible for benefits from the New Jersey 
Temporary Disability Benefits Plan.  Both the Company and employees are required by law to 
contribute to the New Jersey Temporary Disability Plan.  Employees shall contribute from their 
weekly wages or salary the employee portion of the required tax.  The maximum contribution for 
any employee towards the cost of the Temporary Disability Benefits Plan shall in no event exceed 
that permitted under the New Jersey Temporary Disability Benefits law. 

 
Section 1.02. Annual Sick Days and Sick Leave Bank 
Eligible employees absent due to Sickness shall be paid at their regular basic rates for absences 
occurring on their regular workdays, assuming proper report is made and assuming medical 
certification is timely furnished if required under Section 1.03 and assuming the employee has 
balances available under this Section. Such payments will begin on the first workday of absence 
except as provided below: 
 
(a) Annual Sick Days or Family Illness 
Each January 1, employees shall receive five (5) Annual Sick Days that may be used for an 
employee’s own Sickness or the Sickness of a covered family member as defined below.  New 
hires shall have their annual allotment prorated as set forth below.  For purposes of Sickness 
disability allowances, one (1) Annual Sick Day is equal to eight (8) hours. 
 
1. Covered Family Member shall be limited to children (biological, adopted, foster, stepchild, 

child for whom the employee has legal or physical custody or guardianship, and a child for 
whom the employee stands in loco parentis); spouse or domestic partner; parents (biological, 
adoptive, foster, and step-parent of the employee or the employee’s spouse, legal guardian, and 
an individual who acted as a parent or stood in loco parentis to the employee or employee’s 
spouse); siblings (biological, adopted, foster, step-sibling of the employee), grandchildren 
(biological, adopted, foster, or step-grandchild of the employee) and grandparents (biological, 
adopted, foster, step-grandparent of the employee). 
 

2. Employees hired after the start of the year shall receive Annual Sick Days based on their start 
dates as set forth below: 



  
 

i.Start on or before July 1: 5 days 
ii.Start after July 1: 3 days 

 
3. If the employee or Covered Family Member is a victim of stalking, domestic violence, or 

sexual abuse, the employee may use Annual Sick Days provided that the absence is directly 
related to social or legal services pertaining to the stalking, domestic violence, or sexual abuse, 
to: (a) Seek medical attention for the employee or the employee's family member to recover 
from physical or psychological injury or disability caused by domestic violence or sexual 
abuse; (b) Obtain services from a victim services organization; (c) Obtain psychological or 
other counseling; (d) Temporarily or permanently relocate; (e) Take legal action, including 
preparing for or participating in any civil or criminal legal proceeding related to or resulting 
from the domestic violence or sexual abuse; or (f) Take other actions to enhance the physical, 
psychological, or economic health or safety of the employee or the employee's family member 
or to enhance the safety of those who associate or work with the employee. 

 
4. Unused Annual Sick Days at the end of the year shall be carried over into employees’ Sick 

Leave Banks except as provided below. 
 

(b) Sick Leave Bank Days 

1.Unused Annual Sick Days shall be carried over into the subsequent year as Carryover Days, at 
the rate of one (1) day for every full unused sick day, subject to a maximum of Sixty (60) days in 
the Sick Leave Bank   and may be used during the first ten (10) days of any sick leave absence as 
described in Section 1.02(a) above. Fractions may also be carried over on an hour-for-hour basis.  

2.When the employee’s Sick Leave exceeds sixty (60) days at the end of a calendar year, the 
Company shall pay the employee for each unused Sick Leave Bank Day over and above sixty (60) 
days at a rate of one hundred percent (100%) of the employee’s base rate as of the end of that year.  
Fractions of a day in excess of sixty (60) will also be paid out at the employee’s base pay rate. 
Payments shall be made by the end of first quarter following the year when the employee’s unused 
Sick Leave Bank is in excess of sixty (60) days at the end of the calendar year.  

 
Example: An employee has 62 unused Sick Leave Bank Days on December 31, 2021.  This means 
the employee will retain 60 Carryover Days in the employee’s 2022 Sick Leave Bank and the 
company will pay out the employee for two days (the days in excess of 60) by the end of the first 
quarter of 2022.  On January 1, 2022, the employee will receive five (5) additional Annual Sick 
Leave Days  and the employee’s Sick Leave Bank total on January 1, 2022 will be 65 Sick Leave 
Bank Days (the 2022 Sick Leave Bank does not include the two Carryover Days from 2021 that 
are in excess of 60 and will be paid out by the end of the first quarter of 2022).  
 
 
 

 
(c) Use of Sick Leave Bank 



  
 

1. An employee's Sick Leave Bank is a combination of Annual Sick Days, and Carryover 
Days consistent with this Article. 
 

2. An employee must be absent for a period of 10 consecutive working days (80 hours) due 
to a Sickness before an employee is eligible for short-term disability benefits for such 
Sickness (the STD waiting period). Employees shall use Sick Leave Bank Days during 
such STD waiting periods, An employee whose Sick Leave Bank is exhausted shall not be 
eligible for additional Sickness payment until the eleventh consecutive workday of an 
absence, in which case an employee shall be eligible for short-term disability benefits as 
described in Section 1.05.  The STD waiting period applies to all absences for sickness 
during a calendar year.  If an employee has exhausted his/her Sick Leave Bank Days, he or 
she may use any other available paid leave during this waiting period. 
 

(d) Resignation and/or Termination of Employment 

An employee who is , dies, or terminates employment (i.e., retires, takes a severance, voluntarily 
resigns or is laid off) shall be paid at one hundred percent (100%) of the employee's regular basic 
rate then in effect, for all unused days in his/her Sick Leave Bank.  Payments for unused days in 
an employee’s Sick Leave Bank shall not be considered pension or 401(k) plan eligible earnings.  
Employees who are terminated for cause shall not be paid for any unused days in his/her Sick 
Leave Bank.. 
 
Section 1.03.   Medical Certificates 
Absences due to Sickness disability of two (2) days or less, whether compensated or not, need not 
require medical certification as to the employee's inability to report to work.  Notwithstanding the 
forgoing, medical certification will be required and must be furnished by employees with active 
discipline for absenteeism. Absences of more than two (2) days shall require reasonable 
certification of the need for leave, including but not limited to medical certification.  When a 
medical certificate is required, it should be presented to the Company upon the return to work. The 
Company may have an employee or other persons (not a member of the bargaining unit) visit 
absent employees and may require medical examinations by physicians. 
 
Section 1.04 Reporting Off Work, Providing Medical Documentation and Communicating 
with OHS 
When an employee is to be absent due to illness or injury, the employee must report off 
consistent with the Company's absence reporting policy which the Company reserves the right 
to change, 30 days after notifying the union.  Further, in accordance with Section 1.03 above, 
the employee must comply with requests by the Company or its vendor for appropriate 
documentation (C-6 form) to certify absences, including medical documentation. Such 
documentation will typically include diagnosis, prognosis, treatment plan and return to work 
plan. Failure to provide appropriate documentation in accordance with this Article, as determined 
by the Company, may result in sick pay being withheld or denied and possible disciplinary 
action depending on the situation. Employees are expected to report sick absences before the 
start of their shift barring mitigating circumstances. Further, employees must communicate with 
Occupational Health Services (OHS) as OHS determines necessary.  More complicated or 
serious conditions may require more intensive and frequent communication with the employee 
or the employee’s health care provider and more information regarding the case may be required. 



  
 

Section 1.05.   Short Term Disability Schedules 
(a) An employee whose absence extends more than ten (10) days (eighty (80) hours) of work shall 

thereafter be eligible, under the Short-Term Disability Schedule set forth below, to be paid at 
his/her regular basic rate of pay, provided proper report is made and a medical certificate 
attesting to his/her sickness is presented to the Company and is acceptable to OHS.  When an 
absence exceeds 10 working days (eighty (80) hours), it will be covered under the following 
schedule beginning on the 11th consecutive workday of the absence.  These benefits are only 
available when an employee is sick or has a non-occupational injury and shall not apply to 
family illnesses.  If an employee has exhausted his/her Sick Leave Bank Days, he or she may 
use any other available paid leave during this waiting period. 
 

(b) Employees will receive 100% replacement of their base pay for the first twelve (12) weeks of 
eligible Short-Term Disability.  Pay replacement then decreases to 70% of their base pay for 
the final weeks of eligible Short-Term Disability (coverage continues through the employee’s 
26th week of disability).  During the annual enrollment period, employees may purchase 
supplemental STD coverage that will provide 100% base pay replacement for the full STD 
period.  Bargaining unit employees who were hired prior to ratification of this contract and 
reach 20 years of continuous service  will receive 100% replacement of their base pay for up 
to 24 weeks of eligible short-term disability.  

 
 
Section 1.06. Medical Examinations/Remedial Measures 
The Company reserves the right to require a medical examination by an independent physician or 
medical professional selected by the company. Employees shall endeavor to follow remedial 
measures recommended by their physician as appropriate given his or her disability and must 
permit reasonable examinations and inquiries by the Company’s authorized independent medical 
representative as, in its judgment, may be necessary to ascertain the employee’s condition.  All 
costs for any Company-required medical examination will be borne by the Company. If the 
employee is directed to see his/her personal physician because of a detected health issue those 
costs shall be borne by the employee.   
 
Section 1.07. Restoration of Short-Term Disability (STD) Balances 
An employee once again becomes eligible for 24 weeks of Short-Term Disability (STD) benefits 
for an illness/condition once an employee returns to work from such illness/condition for thirty 
(30) consecutive days on a full-time basis, provided that the employee had not exhausted his/her 
entire STD benefit. 
 
Any employee who uses his/her entire period of STD for an illness/condition must return to work 
and not be absent for the same or a related diagnosis for one (1) full year in order to again be 
eligible for STD benefits for such illness/condition.   If the employee is unable to work due to such 
condition/illness prior to the one (1) full year, they may use any available unused Annual Sick 
Days or be determined eligible for LTD coverage; otherwise, the absence will be unpaid.  If the 
employee returns to work, the STD benefit is restored for that condition/illness after one year.  
 



  
 

If an employee is absent for an unrelated illness/condition, as approved by the OHS the employee 
will be eligible for full STD benefits for such unrelated illness/condition despite having depleted 
such benefits for an unrelated diagnosis.  
 
Should an employee, with a health condition or illness that is reoccurring and long lasting in its 
effects chronic condition, exhaust their entire Short-Term Disability (STD) balance, but not qualify 
for LTD, such balance will reset on January 1 of the following year, providing the employee is not 
on Short-Term Disability as of that January 1.  In such cases, the Short-Term Disability Schedule 
will be restored upon his/her return to work. 
 
After a medical examination of any employee, who has been absent on account of sickness 
disability for any length of time, by an independent physician selected by the company , and the 
physician's report states that the employee is able to return to work, and such employee fails to do 
so, no further payments or allowances will be made on account of such sickness disability and said 
report shall be conclusive and final.  However, if the employee informs the Company of the date 
on which the employee's physician has advised the employee to return to work, and the Company 
does not agree, then the independent physician shall make a reasonable effort to consult with the 
employee's physician before issuing a report. 
 
Section 1.08.   Ineligibility for Sickness Allowances 
Payments will not be made under this plan for illnesses, or non-work related accidents connected 
with the following: 
 

(a) During any period for which salary or wages are eligible to be paid by the Company. 
 

(b) During any period for which an employee is receiving retirement payments from a Company 
plan. 

 
(c) When the disability is caused or results from an intentionally self-inflicted injury or the 

perpetration of an act that is in violation of the law. 
 

(d) The employee is on furlough or while suspended from duty. 
 

(e) The employee is on vacation (unless OHS agrees to convert vacation to sick leave in cases 
where the employee incurs a significant and documented illness or injury while on vacation). 

 
(f) Proper notice of sickness disability is not provided to the Company, as outlined in Section 

1.04, barring mitigating circumstances.  
  

(g) After a medical examination or review of medical records of any employee, who has been 
absent on account of sickness disability for any length of time, by an independent physician 
or a health care professional selected by the Company (internal or external), and the physician 
or health care professional determines that the employee is able to return to work, and such 
employee fails to do so. 

 



  
 

(h) The illness or injury is the result of the employee's working for an employer other than the 
Company. or self-employment.  

 
(i) An employee is off work due to cosmetic surgery that would not be covered under the 

medical plan.  
 

(j) The employee travels outside of the treatment area without permission of the Company. 
 

(k) The employee fails to provide a signed Release of Information pertaining to the related illness 
or injury and satisfactory evidence of disability, as determined by OHS, in its discretion. 

 
(l) An employee fails to provide timely or sufficient information or when the employee fails to 

communicate with OHS. on a timely and appropriate basis. 
 

(m) When, upon the occasion of a visit to the employee by a nurse or other employee or person 
(not a member of the bargaining unit) he/she is found not to be home and cannot furnish a 
satisfactory explanation of his/her whereabouts. 

 
 
Section 1.09 Payment of Benefits Under this Article 
Sick payments will only be made to employee pursuant to the terms and conditions of this Article. 
 
Section 1.10 Long-Term Disability 
Where the sickness of an employee is such as to amount to permanent disability, or to indicate a 
more or less permanent absence from the service of the Company, the Company reserves the right 
to arrange to have the employee, if eligible elect disability retirement, or be placed on Long Term 
Disability, in which event all short term disability payments herein provided shall be exhausted 
before such action is taken. Employees shall be considered as terminated from the service of the 
Company at the expiration of 12 months after commencement of absence due to an illness or 
injury. Any allowance herein provided for shall in no way affect the right of the Company to sever 
the connection of an employee from the service of the Company for just cause. 
 
Section 1.11 Subrogation 
In the event an employee is paid Sickness Disability Allowances due to an injury caused by some 
person other than the Company or such injured employee, the Company may after a reasonable 
time pursue the subrogated rights of such employee against such third party up to the extent of the 
amount it has paid to the employee as Annual Allowance Days, Sick Leave Bank Days, or Short-
Term Disability Allowances, if the injured employee does not pursue his/her remedy for damages.  
In addition, in the event the employee pursues his/her remedy against such third party and receives 
a judgment or decree or settlement from such third party, the Company shall under its rights of 
subrogation be notified and will be entitled to participate in such judgment or decree or settlement 
up to the extent of the amount it has paid to the employee as Annual Allowance Days, Sick Leave 
Bank Days, or Short-Term Disability Allowances.  The Company will not exercise its rights of 
subrogation where doing so would leave the employee without any recovery.  Further, under this 
Section, the Company will not be entitled to more than thirty-three and one-third percent (33 1/3%) 
of any settlement.  If the Company receives a settlement, to the extent of the amount it has been 



  
 

paid, the employee shall have his/her Annual Allowance Days, Sick Leave Bank Days, or Short-
Term Disability Allowances restored to the extent use. 
 
Section 1.12 Right to Discipline. 
It is understood that none of the provisions of this Article shall in any way limit the Company's 
right to discipline employees for excessive absenteeism or misrepresentation of injuries, ailments, 
or physical condition.  While off for Sickness, employees are prohibited from working for another 
employer. 
 
Notwithstanding the above, employees absent due to Sickness will not be disciplined for excessive 
absenteeism for using the first two Annual Sick Days in any given year.  
 
Section 1.13 Bridging. 
In some situations, OHS may unilaterally elect to bridge absences as one occurrence based on 
Company policy or procedure, which it reserves the right to make reasonable changes to.  If an 
employee’s initial absence is at least five (5) days, a disability will be considered a relapse of a 
previous disability if OHS determines that an employee has an absence for the same or a related 
condition within thirty (30) days after the employee had returned to work. 
 
Section 1.14 Chronic Condition. 
If an employee is disabled because of a chronic, serious medical condition that requires planned 
out (but not consecutive) absences – for example, dialysis – such employee will only have to satisfy 
one waiting period (eighty hours) per year for absences caused by such condition.  To be eligible 
under this provision, the employee’s treatment plan must be submitted to and approved by 
Occupational Health Services. 
 
Section 1.15  Workers Compensation Supplement 
When an employee who sustains a work-related injury and who meets the eligibility provisions 
and other conditions set forth in this Article, they shall be paid supplemental benefits under this 
Article to the extent  otherwise eligible. Since Workers’ Compensation benefits are tax free, the 
sick benefits paid under this Article shall represent the approximate difference between the value 
of compensation employees receive under the applicable Workers' Compensation law and the net 
pay employees would receive under the provisions of this Article for their pay grade and step.  
Accordingly, the Supplement eligible to be paid, in conjunction with Workers’ Compensation 
benefits paid, shall bring the employee up to approximately 82% of their basic pay rate for the 
workweek and/or day(s) in question.  An employee shall be eligible for a maximum of twenty-
six (26) weeks of Supplement in any calendar year after which the Supplement shall be exhausted 
until the employee has returned to work for a period of at least twelve (12) months.  When an 
employee with a work-related injury receives benefits under this Article, his/her Annual Sick 
Allowance Days, Sick Leave Bank Days and Short-Term Disability balances shall not be 
affected.  

 
Section 1.16 Part-time and Temporary Employees 
Part-time employees and temporary employees are eligible for a pro-rated amount of five (5) 
paid sick days (40) per calendar year based upon their hire date and standard hours. 



  
 

Section 1.17 Sick Leave Law 

Based on the sickness allowances set forth herein, the parties waive any applicable sick and/or 
safe leave law and/or other paid leave law to the extent permitted by law. 

Section 1.18 Union Cooperation 

The Union assured the Company that it would cooperate in helping to avoid abuse of the Plan,  

 



IX Wage Rate Adjustments
EXHIBIT A

Job Classification 3/4/2019 New Rate 2.5% GWI 2.5% GWI 2.5% GWI 2.5% GWI

3/2/20 3/1/21 3/7/22 3/6/23
 CABLE 

Lead Cable Splicer 25kvg $49.45 $50.68 $51.95 $53.25 $54.58 $55.94
Journey Cable Splicer $45.53 $46.67 $47.83 $49.03 $50.26 $51.52
Cable Splicer  (12 mos.)               CS-4 $42.18 $42.63 $43.70 $44.79 $45.91 $47.06
Cable Splicer  (12 mos.)               CS-3 $38.70 $39.10 $40.08 $41.08 $42.11 $43.16
Cable Splicer  (12 mos.)               CS-2 $35.16 $35.56 $36.45 $37.36 $38.29 $39.25
Cable Splicer  (12 mos.)               CS-1 $31.46 $31.81 $32.61 $33.43 $34.27 $35.13
Cable Splicer Helper (6 mos.) $27.85 $28.15 $28.85 $29.57 $30.31 $31.07

E.O./U.G. Crew Leader $42.18 $42.58 $43.64 $44.73 $45.85 $47.00
Equip. Open 1/C $36.38 $36.73 $37.65 $38.59 $39.55 $40.54
Equip. Open 2/C $30.47 $30.77 $31.54 $32.33 $33.14 $33.97

LINE 

Lead Line Mechanic 25 KVG $49.45 $50.93 $52.20 $53.51 $54.85 $56.22
Journey Line Mechanic $46.77 $48.17 $49.38 $50.61 $51.88 $53.18
Line Mechanic (12 mos.)                      L-4 $39.10 $39.50 $40.49 $41.50 $42.54 $43.60
Line Mechanic (12 mos.)                      L-3 $36.23 $36.58 $37.50 $38.44 $39.40 $40.39
Line Mechanic (12 mos.)                      L-2 $33.62 $33.97 $34.82 $35.69 $36.58 $37.49
Line Mechanic (12 mos.)                      L-1 $31.13 $31.43 $32.22 $33.03 $33.86 $34.71
Lineman Mechanic Trainee  (6 mos.)  T-1 $26.73 $27.03 $27.71 $28.40 $29.11 $29.84
Chief U.R. D Mech.. $45.53 $45.98 $47.13 $48.31 $49.52 $50.76
Electric Utility Serviceman (EUS) $44.72 $45.17 $46.30 $47.46 $48.65 $49.87

Street Light Patrolman GR.A $35.62 $35.97 $36.87 $37.79 $38.73 $39.70
Street Light Patrolman GR.B $30.99 $31.29 $32.07 $32.87 $33.69 $34.53
Street Light Patrolman Jr. $26.71 $27.01 $27.68 $28.37 $29.08 $29.81

E.O./U.G. Crew Leader $42.19 $42.59 $43.65 $44.74 $45.86 $47.01
Equip. Open I/C $36.38 $36.73 $37.65 $38.59 $39.55 $40.54
Equip. Oper. 2/C $30.47 $30.77 $31.54 $32.33 $33.14 $33.97
U.C.&M. Oper.    1/C $33.67 $34.02 $34.87 $35.74 $36.63 $37.55
U.C.& M. Oper. 2/C $29.40 $29.70 $30.44 $31.20 $31.98 $32.78

Machinist $42.16 $42.56 $43.63 $44.72 $45.84 $46.99

Tool Repairman $37.56 $37.96 $38.91 $39.88 $40.88 $41.90
Tool Repairman (6 Mos.) $35.21 $35.56 $36.45 $37.36 $38.29 $39.25
Tool Repairman (6 Mos.) $32.84 $33.19 $34.02 $34.87 $35.74 $36.63

Effective Date



FACILITY SERVICES

Foreman $39.86 $40.26 $41.27 $42.30 $43.36 $44.44
Repairman I/C $36.67 $37.07 $38.00 $38.95 $39.92 $40.92
Repairman 2/C $30.31 $30.61 $31.38 $32.16 $32.96 $33.78

Elec. I/C $40.50 $40.90 $41.92 $42.97 $44.04 $45.14
Elec. 2/C $35.73 $36.08 $36.98 $37.90 $38.85 $39.82

General Utilityman $32.11 $32.41 $33.22 $34.05 $34.90 $35.77
General Utilityman (6 mos.) $26.84 $27.14 $27.82 $28.52 $29.23 $29.96

Custodian Foreman $30.08 $30.38 $31.14 $31.92 $32.72 $33.54
Custodian Assistant Foreman $28.25 $28.55 $29.26 $29.99 $30.74 $31.51
Sr. Custodian $30.08 $30.38 $31.14 $31.92 $32.72 $33.54
Custodian Gr. A $25.48 $25.73 $26.37 $27.03 $27.71 $28.40
Custodian Gr. A (1 yr.) $22.38 $22.63 $23.20 $23.78 $24.37 $24.98
Custodian Gr. B (6 mos.) $19.78 $19.98 $20.48 $20.99 $21.51 $22.05
Custodian Gr. B (6 mos.) $17.51 $17.71 $18.15 $18.60 $19.07 $19.55

Sr. Facility Maintenance Assistant $30.08 $30.38 $31.14 $31.92 $32.72 $33.54
Facility Maintenance Assistanat $25.50 $25.75 $26.39 $27.05 $27.73 $28.42

HVAC Technician $40.50 $40.90 $41.92 $42.97 $44.04 $45.14

GAS CONSTRUCTION & MAINTENANCE

Welder 1/C SCD $45.67 $46.81 $47.98 $49.18 $50.41 $51.67
Welder 2/C SCD $42.40 $44.74 $45.86 $47.01 $48.19 $49.39

Lead Mechanic Operator SCD $43.64 $44.74 $45.86 $47.01 $48.19 $49.39
Journey Mechanic Operator SCD $42.27 $43.42 $44.51 $45.62 $46.76 $47.93
Mechanic Operator 2 SCD (6 mos.) $38.03 $38.43 $39.39 $40.37 $41.38 $42.41
Mechanic Operator 2 SCD (6 mos.) $35.27 $35.62 $36.51 $37.42 $38.36 $39.32
Mechanic Operatior 1 SCD (6 mos.) $32.70 $33.05 $33.88 $34.73 $35.60 $36.49
Mechanic Operatior 1 SCD (6 mos.) $30.29 $30.59 $31.35 $32.13 $32.93 $33.75

Assistant Mechanic Operator SCD (12 mos.) $28.74 $29.04 $29.77 $30.51 $31.27 $32.05
Assistant Mechanic Operator SCD (6 mos.) $26.63 $26.93 $27.60 $28.29 $29.00 $29.73

Mech .-Oper. 1/C $43.24 $43.69 $44.78 $45.90 $47.05 $48.23
Mech.- Oper. 1/C SCD $43.64 $44.09 $45.19 $46.32 $47.48 $48.67
Mech.- Oper. 2/C $37.96 $38.36 $39.32 $40.30 $41.31 $42.34
Mech.- Oper. 2/C SCD $38.44 $38.84 $39.81 $40.81 $41.83 $42.88
Mech.- Oper. 3/C (3yrs.-1 yr.) $35.41 $35.76 $36.66 $37.58 $38.52 $39.48
Mech.- Oper. 3/C SCD (3yrs.-1 yr.) $35.92 $36.27 $37.18 $38.11 $39.06 $40.04



Mech.- Oper. 3/C (2yrs.-1 yr.) $33.11 $33.46 $34.30 $35.16 $36.04 $36.94
Mech.- Oper. 3/C SCD (2yrs - 1 yr.) $33.60 $33.95 $34.80 $35.67 $36.56 $37.47
Mech.- Oper. 3/C (1yr. - 1yr.) $30.90 $31.20 $31.98 $32.78 $33.60 $34.44
Mech.- Oper. 3/C SCD (1yr. - 1yr.) $31.38 $31.68 $32.47 $33.28 $34.11 $34.96
Mech.- Oper. Helper (6 mos.) $28.81 $29.11 $29.84 $30.59 $31.35 $32.13
Mech.- Oper. Helper SCD (6 mos.) $29.34 $29.64 $30.39 $31.15 $31.93 $32.73
Mech.- Oper. Helper (6 mos.) $26.91 $27.16 $27.84 $28.54 $29.25 $29.98
Mech.- Oper Helper SCD (6 mos.) $27.47 $27.72 $28.41 $29.12 $29.85 $30.60

 Equip. Oper. I/C $36.40 $36.75 $37.67 $38.61 $39.58 $40.57
 Equip. Oper. I/C SCD $36.77 $37.12 $38.05 $39.00 $39.98 $40.98
 Equip. Oper. 2/C $30.47 $30.77 $31.54 $32.33 $33.14 $33.97
 Equip. Oper. 2/C SCD $30.96 $31.26 $32.04 $32.84 $33.66 $34.50

Utility Energy Serviceman $43.40 $43.85 $44.95 $46.07 $47.22 $48.40
Utility Energy Serviceman (12 mos.) $39.17 $39.57 $40.56 $41.57 $42.61 $43.68
Utility Energy Serviceman (12 mos.) $35.03 $35.38 $36.26 $37.17 $38.10 $39.05
Utility Energy Serviceman (12 mos.) $30.89 $31.24 $32.02 $32.82 $33.64 $34.48

 Pipefitter 1/C $39.42 $39.82 $40.82 $41.84 $42.89 $43.96
 Pipefitter 1/C SCD $39.86 $40.26 $41.27 $42.30 $43.36 $44.44

 Paving Mech. $37.75 $38.15 $39.10 $40.08 $41.08 $42.11
 Paving Mech. SCD $38.34 $38.74 $39.71 $40.70 $41.72 $42.76

VEHICLE RESOURCE MANAGEMENT

Auto Mech. Welder 1/C $44.41 $44.86 $45.98 $47.13 $48.31 $49.52
Auto Mech. I/C $41.59 $41.99 $43.04 $44.12 $45.22 $46.35
Auto Mech. 2/C $38.94 $39.34 $40.33 $41.34 $42.37 $43.43

Certified Auto Mech. 1/C $41.59 $41.99 $43.04 $44.12 $45.22 $46.35
Certified Auto Mech. 2/C $39.34 $40.33 $41.34 $42.37 $43.43

Auto Serviceman 1/C $36.20 $36.60 $37.52 $38.46 $39.42 $40.41
Auto Serviceman 2/C (6 mos.) $32.33 $32.63 $33.45 $34.29 $35.15 $36.03
Auto Serviceman 2/C (6 mos.) $28.81 $29.11 $29.84 $30.59 $31.35 $32.13

Stockman $34.62 $34.97 $35.84 $36.74 $37.66 $38.60
Stockman $34.21 $34.56 $35.42 $36.31 $37.22 $38.15
Stockman (2 yrs.) $29.55 $29.85 $30.60 $31.37 $32.15 $32.95
Stockman (6 mos.) $27.68 $27.98 $28.68 $29.40 $30.14 $30.89

PARTS ROOM PERSON
Parts Room Person (Thereafter) $38.68 $39.08 $40.06 $41.06 $42.09 $43.14
Parts Room Person (12 mos.) $34.44 $34.79 $35.66 $36.55 $37.46 $38.40
Parts Room Person (6 mos.) $32.11 $32.41 $33.22 $34.05 $34.90 $35.77



GAS OPERATIONS 

E&G Mech. I/C $45.43 $46.56 $47.73 $48.92 $50.14 $51.39
E&G Mech. 2/C $39.56 $40.55 $41.56 $42.60 $43.67 $44.76

Mech. Welder $44.49 $44.94 $46.06 $47.21 $48.39 $49.60
Mech. 1/C $44.23 $44.68 $45.80 $46.95 $48.12 $49.32
Mech. 2/C $33.23 $33.58 $34.42 $35.28 $36.16 $37.06

Laborer                 $24.85 $25.10 $25.73 $26.37 $27.03 $27.71
Laborer (2 yrs.)     $23.14 $23.39 $23.98 $24.58 $25.19 $25.82
Laborer (6 mos.)   $21.53 $21.73 $22.27 $22.83 $23.40 $23.99

LNG Maint. Oper. Gr. A $44.23 $45.33 $46.47 $47.63 $48.82 $50.04
LNG Maint. Oper. Gr. B (18 mos.) $38.29 $39.25 $40.23 $41.24 $42.27 $43.33
LNG Maint. Oper. Gr. C (18 mos.) $35.52 $35.87 $36.77 $37.69 $38.63 $39.60
LNG Maint. Oper. Trainee (6mos.) $31.33 $31.63 $32.42 $33.23 $34.06 $34.91

GAS SYSTEM OPERATIONS

Gas System Oper. Gr. A $46.26 $46.71 $47.88 $49.08 $50.31 $51.57
Gas System Oper. Gr. B $44.70 $45.15 $46.28 $47.44 $48.63 $49.85
Gas System Oper. Gr. C. $43.19 $43.64 $44.73 $45.85 $47.00 $48.18
Gas System Oper. Gr. D (6mos.)** $41.74 $42.14 $43.19 $44.27 $45.38 $46.51
Gas System Oper. Trainee (6 mos.)
**or trainee rate, whichever is higher
***rate of former classification

ELECTRIC MAINTENANCE METER 

Electric Meter Specialist $46.56 $47.01 $48.19 $49.39 $50.62 $51.89
Electric Meter Specialist (1 yr.) $41.63 $42.03 $43.08 $44.16 $45.26 $46.39
Electric Meter Specialist (1 yr.) $39.76 $40.16 $41.16 $42.19 $43.24 $44.32
Electric Meter Tech. $37.99 $38.39 $39.35 $40.33 $41.34 $42.37
Electric Meter Tech. (1 yr.) $36.27 $36.62 $37.54 $38.48 $39.44 $40.43
Electric Meter Tech. (1 yr.) $34.63 $34.98 $35.85 $36.75 $37.67 $38.61
Electric Meter Tech. (1 yr.) $33.12 $33.47 $34.30 $35.16 $36.04 $36.94

Elec. I/C                                   $39.14 $39.54 $40.53 $41.54 $42.58 $43.64

ELECTRICAL TESTING & 
COMMUNICATIONS 

Relay Tester Gr. A* $48.33 $48.83 $50.05 $51.30 $52.58 $53.89
Relay Tester Gr. B* $44.65 $45.10 $46.23 $47.39 $48.57 $49.78
Relay Tester Gr. C (4th - 1 yr.) $41.52 $41.92 $42.97 $44.04 $45.14 $46.27



Relay Tester Gr. C (3rd - 1 yr.) $38.57 $38.97 $39.94 $40.94 $41.96 $43.01
Relay Tester Gr. C (2nd - 1 yr.) $35.86 $36.26 $37.17 $38.10 $39.05 $40.03
Relay Tester Gr. C (1st - 1 yr.) $33.34 $33.64 $34.48 $35.34 $36.22 $37.13
Relay Tester Gr. D (6 mos.) $31.00 $31.30 $32.08 $32.88 $33.70 $34.54
Relay Tester Gr. D (6 mos.) $28.81 $29.11 $29.84 $30.59 $31.35 $32.13

Electronic Tech. Gr. A $48.64 $49.14 $50.37 $51.63 $52.92 $54.24
Electronic Tech. Gr. B $44.95 $45.40 $46.54 $47.70 $48.89 $50.11
Electronic Tech. Gr. C (4th - 1 yr.) $41.52 $41.92 $42.97 $44.04 $45.14 $46.27
Electronic Tech. Gr. C (3rd - 1 yr.) $38.57 $38.97 $39.94 $40.94 $41.96 $43.01
Electronic Tech. Gr. C (2nd - 1 yr.) $35.86 $36.21 $37.12 $38.05 $39.00 $39.98
Electronic Tech. Gr. C (1st - 1 yr.) $33.34 $33.69 $34.53 $35.39 $36.27 $37.18
Electronic Tech. Gr. D (6 mos.) $31.00 $31.30 $32.08 $32.88 $33.70 $34.54
Electronic Tech. Gr. D (6 mos.) $28.81 $29.11 $29.84 $30.59 $31.35 $32.13

General Utilityman $32.12 $32.42 $33.23 $34.06 $34.91 $35.78
General Utilityman (6 mos.) $26.84 $27.14 $27.82 $28.52 $29.23 $29.96

*25 cents per hour -FCC License or 
National Association of Business and 
Education Radio (NABER) Tech. 
Certification Examination.

GAS METER 

Gas Meter Specialist $46.56 $47.01 $48.19 $49.39 $50.62 $51.89
Gas Meter Specialist (2 yrs.) $42.63 $43.08 $44.16 $45.26 $46.39 $47.55
Gas Meter Technician $39.89 $40.29 $41.30 $42.33 $43.39 $44.47
Gas Technician (12 mos.) $37.78 $38.18 $39.13 $40.11 $41.11 $42.14
Gas Technician (12 mos.) $35.78 $36.13 $37.03 $37.96 $38.91 $39.88
Gas Technician (12 mos.) $33.87 $34.22 $35.07 $35.95 $36.85 $37.77

SERVICE DEPARTMENT

Assistant Serviceperson $28.75 $29.05 $29.78 $30.52 $31.28 $32.06
Assistant Serviceperson $26.62 $26.92 $27.60 $28.29 $29.00 $29.73

Pipefitter l/C $39.42 $39.82 $40.82 $41.84 $42.89 $43.96

SYSTEM OPERATIONS

Elec. System Oper. Gr. A $49.53 $50.03 $51.28 $52.56 $53.87 $55.22
Elec. System Oper. Gr. B $47.66 $48.16 $49.36 $50.59 $51.85 $53.15
Elec. System Oper. Gr. C $45.85 $46.30 $47.46 $48.65 $49.87 $51.12
Elec. System Oper. Gr. D (6 mos.) ** $44.09 $44.54 $45.65 $46.79 $47.96 $49.16
Elec System Oper. Trainee
**or trainee rate, whichever is higher



***rate of former classification.

SUBSTATIONS 

Roving Substation Oper. $44.44 $44.89 $46.01 $47.16 $48.34 $49.55
Troubleman Oper. $47.92 $49.35 $50.59 $51.85 $53.15 $54.48
Troubleman Bucket $47.92 $49.35 $50.59 $51.85 $53.15 $54.48
Troubleman $46.48 $47.87 $49.07 $50.30 $51.56 $52.85
Line and Station Patrolman $41.59 $41.99 $43.04 $44.12 $45.22 $46.35

Sr. Elec. $47.85 $49.05 $50.27 $51.53 $52.82 $54.14
Elec. 1/C (Journeyman Electrician) $44.87 $45.99 $47.14 $48.32 $49.53 $50.77
Elec. 2/C $40.19 $40.59 $41.61 $42.65 $43.72 $44.81
Elec. Jr. $35.97 $36.37 $37.28 $38.21 $39.17 $40.15
Elec. Helper (1 yr.) $32.22 $32.52 $33.34 $34.17 $35.02 $35.90
Elec. Helper (6 mos.) $28.81 $29.11 $29.84 $30.59 $31.35 $32.13

Machinist $42.17 $42.57 $43.64 $44.73 $45.85 $47.00

Stockman $34.21 $34.56 $35.42 $36.31 $37.22 $38.15
Stockman (2 yrs.) $29.55 $29.85 $30.60 $31.37 $32.15 $32.95
Stockman (6 mos.) $27.68 $27.98 $28.68 $29.40 $30.14 $30.89

Sr. Meter Reader $34.51 $34.86 $35.73 $36.62 $37.54 $38.48
Meter Reader Gr. A $32.78 $33.13 $33.96 $34.81 $35.68 $36.57
Meter Reader Gr. B (1 yr.) $29.58 $29.88 $30.63 $31.40 $32.19 $32.99
Meter Reader Gr. C (1 yr.) $26.60 $26.90 $27.57 $28.26 $28.97 $29.69
Meter Reader Gr. C (6 mos.) $23.96 $24.21 $24.82 $25.44 $26.08 $26.73

 0 -  6  (6 mos.) $15.49 $15.64 $16.03 $16.43 $16.84 $17.26
 6 -12  (6 mos.) $16.74 $16.94 $17.36 $17.79 $18.23 $18.69
12- 18 (6 mos.) $17.98 $18.18 $18.63 $19.10 $19.58 $20.07
Thereafter $17.98 $18.18 $18.63 $19.10 $19.58 $20.07

  0 -  6  (6 mos.) $18.19 $18.39 $18.85 $19.32 $19.80 $20.30

SUBSTATION CONSTRUCTION & 

STORES DEPARTMENT

METER READING

MESSENGER

SERVICE ASSOCIATE



 6 - 12  (6 mos.) $20.64 $20.84 $21.36 $21.89 $22.44 $23.00
12 - 18 (6 mos.) $23.11 $23.36 $23.94 $24.54 $25.15 $25.78
18 - 24 (6 mos.) $25.61 $25.86 $26.51 $27.17 $27.85 $28.55
24 - 30 (6 mos.) $28.04 $28.34 $29.05 $29.78 $30.52 $31.28
30 - 36 (6 mos.) $30.53 $30.83 $31.60 $32.39 $33.20 $34.03
36 - 42 (6 mos.) $33.01 $33.36 $34.19 $35.04 $35.92 $36.82
Thereafter $33.01 $33.36 $34.19 $35.04 $35.92 $36.82

RESOURCE MANAGEMENT CLERICAL 
SPECIALIST

0 - 6 $33.17 $33.52 $34.35 $35.21 $36.09 $36.99
Thereafter $34.52 $34.87 $35.74 $36.63 $37.55 $38.49

TRANSLATION SPECIALIST

0 - 6 (6 mos.) $33.18 $33.53 $34.37 $35.23 $36.11 $37.01
6 - 12 (6 mos.) $34.51 $34.86 $35.73 $36.62 $37.54 $38.48
12 - 24 (12 mos.) $35.82 $36.17 $37.07 $38.00 $38.95 $39.92
Thereafter $37.15 $38.08 $39.03 $40.01 $41.01 $42.04

OFFICE ASSOCIATE (Gas Delivery)

  0 -  6  (6 mos.) $18.19 $18.39 $18.85 $19.32 $19.80 $20.30
 6 - 12  (6 mos.) $20.64 $20.84 $21.36 $21.89 $22.44 $23.00
12 - 18 (6 mos.) $23.11 $23.36 $23.94 $24.54 $25.15 $25.78
18 - 24 (6 mos.) $25.61 $25.86 $26.51 $27.17 $27.85 $28.55
24 - 30 (6 mos.) $28.04 $28.34 $29.05 $29.78 $30.52 $31.28
30 - 36 (6 mos.) $30.53 $30.83 $31.60 $32.39 $33.20 $34.03
36 - 42 (6 mos.) $33.01 $33.36 $34.19 $35.04 $35.92 $36.82
Thereafter $33.01 $33.36 $34.19 $35.04 $35.92 $36.82

OFFICE SPECIALIST (Gas Delivery)

0 - 6 $33.17 $33.52 $34.35 $35.21 $36.09 $36.99
Thereafter $34.52 $34.87 $35.74 $36.63 $37.55 $38.49

ACCOUNTING OFFICE ASSOCIATE

  0 -  6  (6 mos.) $18.19 $18.39 $18.85 $19.32 $19.80 $20.30
 6 - 12  (6 mos.) $20.63 $20.83 $21.35 $21.88 $22.43 $22.99
12 - 18 (6 mos.) $23.11 $23.36 $23.94 $24.54 $25.15 $25.78
18 - 24 (6 mos.) $25.61 $25.86 $26.51 $27.17 $27.85 $28.55
24 - 30 (6 mos.) $28.04 $28.34 $29.05 $29.78 $30.52 $31.28
30 - 36 (6 mos.) $30.53 $30.83 $31.60 $32.39 $33.20 $34.03
36 - 42 (6 mos.) $33.01 $33.36 $34.19 $35.04 $35.92 $36.82
Thereafter $33.01 $33.36 $34.19 $35.04 $35.92 $36.82



ACCOUNTING OFFICE SPECIALIST
0 - 6 (6 mos.) $33.17 $33.52 $34.35 $35.21 $36.09 $36.99
Thereafter $34.52 $34.87 $35.74 $36.63 $37.55 $38.49

RMATION TECHNOLOGY OFFICE ASSOCIATE

  0 -  6  (6 mos.) $18.19 $18.39 $18.85 $19.32 $19.80 $20.30
 6 - 12  (6 mos.) $20.63 $20.83 $21.35 $21.88 $22.43 $22.99
12 - 18 (6 mos.) $23.11 $23.36 $23.94 $24.54 $25.15 $25.78
18 - 24 (6 mos.) $25.61 $25.86 $26.51 $27.17 $27.85 $28.55
24 - 30 (6 mos.) $28.04 $28.34 $29.05 $29.78 $30.52 $31.28
30 - 36 (6 mos.) $30.53 $30.83 $31.60 $32.39 $33.20 $34.03
36 - 42 (6 mos.) $33.01 $33.36 $34.19 $35.04 $35.92 $36.82
Thereafter $33.01 $33.36 $34.19 $35.04 $35.92 $36.82

TECHNICAL DRAFTERS
Jr. Technical Drafter (2)
0 -  6 (6 mos.) $27.61 $27.91 $28.61 $29.33 $30.06 $30.81
6 - 12 (6 mos.) $32.99 $33.34 $34.17 $35.02 $35.90 $36.80

Technical Drafter B
 0 -  6 (6 mos.) $34.62 $34.97 $35.84 $36.74 $37.66 $38.60
 6 - 12  (6 mos.) $36.31 $36.66 $37.58 $38.52 $39.48 $40.47
12 -18 (6 mos.) $39.09 $39.49 $40.48 $41.49 $42.53 $43.59
Thereafter $39.42 $39.82 $40.82 $41.84 $42.89 $43.96

Technical Drafter A
  0 - 12 (12 mos.) $39.90 $40.30 $41.31 $42.34 $43.40 $44.49
12 - 24 (12 mos.) $41.86 $42.26 $43.32 $44.40 $45.51 $46.65
Thereafter $42.24 $42.64 $43.71 $44.80 $45.92 $47.07

Sr. Technical Drafter
0 - 6 (6 mos.) $41.85 $42.25 $43.30 $44.38 $45.49 $46.63
6 - 12 (6 mos.) $46.75 $47.25 $48.43 $49.64 $50.88 $52.15
Thereafter $47.09 $47.59 $48.78 $50.00 $51.25 $52.53

INTERNAL DESIGNERS

0 -  12 (12 mos.) $27.62 $27.92 $28.61 $29.33 $30.06 $30.81
12 - 24 (12 mos.) $32.98 $33.33 $34.17 $35.02 $35.90 $36.80
24 - 36  (12 mos.) $36.30 $36.65 $37.56 $38.50 $39.46 $40.45
36 - 48  (12 mos.) $39.43 $39.83 $40.82 $41.84 $42.89 $43.96
Thereafter $42.24 $42.64 $43.71 $44.80 $45.92 $47.07

 FIELD TECHNICIANS
0 -  12 (12 mos.) $46.76 $48.16 $49.37 $50.60 $51.87 $53.17



12 - 24 (12 mos.) $48.75 $50.21 $51.47 $52.76 $54.08 $55.43
Thereafter $49.84 $50.34 $51.60 $52.89 $54.21 $55.57

 GAS FIELD TECHNICIANS
Jr. Gas Field Technician (2)
 0 - 12 (12 mos.) $28.81 $29.11 $29.84 $30.59 $31.35 $32.13
12 - 24 (12 mos) $33.29 $33.64 $34.48 $35.34 $36.22 $37.13

Gas Field Technician B
  0 - 12 (12 mos.) $38.56 $38.96 $39.93 $40.93 $41.95 $43.00
12 - 24  (12 mos.) $43.97 $44.42 $45.54 $46.68 $47.85 $49.05
Thereafter $45.75 $46.20 $47.36 $48.54 $49.75 $50.99

Gas Field Technician A
0 - 12 (12 mos.) $46.74 $47.24 $48.42 $49.63 $50.87 $52.14
12 - 24  (12 mos.) $49.49 $49.99 $51.24 $52.52 $53.83 $55.18
24 - 30  (6 mos.) $49.84 $50.34 $51.60 $52.89 $54.21 $55.57

Sr. Gas Field Technician
0 -  6  (6 mos.) $51.77 $52.27 $53.58 $54.92 $56.29 $57.70
6 - 12 (6 mos.) $54.08 $54.58 $55.95 $57.35 $58.78 $60.25
Thereafter $54.43 $54.93 $56.31 $57.72 $59.16 $60.64

FACILITIES LOCATOR

   0 - 12  (12 mos.) $31.29 $32.23 $33.04 $33.87 $34.72 $35.59
  12 - 24 (12 mos.) $34.35 $35.38 $36.27 $37.18 $38.11 $39.06
Thereafter $37.38 $39.25 $40.23 $41.24 $42.27 $43.33

TECHNICAL ASSISTANT

 0 - 12 (12 mos.) $28.81 $29.11 $29.84 $30.59 $31.35 $32.13
12 - 24 (12 mos.) $32.12 $32.42 $33.23 $34.06 $34.91 $35.78
24 - 30 (6 mos.) $35.77 $36.12 $37.02 $37.95 $38.90 $39.87

TECHNICIAN

 0 - 12  (12 mos.) $39.86 $40.26 $41.27 $42.30 $43.36 $44.44
12 - 24  (12 mos.) $44.40 $44.85 $45.97 $47.12 $48.30 $49.51
24 - 36 (12 mos.) $49.49 $49.99 $51.24 $52.52 $53.83 $55.18
36 - 42 (6 mos.) $49.84 $50.34 $51.60 $52.89 $54.21 $55.57

Sr. Technician
 0 -  6 (6 mos.) $51.77 $52.27 $53.58 $54.92 $56.29 $57.70
 6 - 12 (6 mos.) $54.08 $54.58 $55.95 $57.35 $58.78 $60.25



Thereafter $54.43 $54.93 $56.31 $57.72 $59.16 $60.64

 0 - 6 (6 mos.) $23.31 $23.56 $24.15 $24.75 $25.37 $26.00
 6 - 12 (6 mos.) $25.62 $25.87 $26.52 $27.18 $27.86 $28.56
12 - 18 (6 mos.) $27.91 $28.21 $28.91 $29.63 $30.37 $31.13
18 - 24 (6 mos.) $30.16 $30.46 $31.22 $32.00 $32.80 $33.62
24 - 30 (6 mos.) $32.26 $32.56 $33.37 $34.20 $35.06 $35.94
30 - 36 (6 mos.) $34.80 $35.15 $36.03 $36.93 $37.85 $38.80
Thereafter $34.80 $35.15 $36.03 $36.93 $37.85 $38.80

Sr. Computer Operator $37.90 $38.30 $39.26 $40.24 $41.25 $42.28

 0 -12 (12 mos) $26.87 $27.17 $27.85 $28.55 $29.26 $29.99
12 - 24 (12 mos) $29.90 $30.20 $30.96 $31.73 $32.52 $33.33
24 - 36 (12 mos) $33.29 $33.64 $34.48 $35.34 $36.22 $37.13
36 - 48 (12 mos) $37.14 $37.54 $38.48 $39.44 $40.43 $41.44
Thereafter (12 mos) $37.14 $37.54 $38.48 $39.44 $40.43 $41.44

 0 - 6 (6 MOS) $34.99 $35.34 $36.22 $37.13 $38.06 $39.01
 6 - 12 (6 MOS) $36.75 $37.10 $38.03 $38.98 $39.95 $40.95
12 - 24 (12 MOS) $38.49 $38.89 $39.86 $40.86 $41.88 $42.93
24 - 36 (12 MOS) $40.20 $40.60 $41.62 $42.66 $43.73 $44.82
36 - 48 (12 MOS.) $41.94 $42.34 $43.40 $44.49 $45.60 $46.74
48 - 60 (12 MOS.) $43.64 $44.09 $45.19 $46.32 $47.48 $48.67

REPROGRAPHICS ROOM OPERATOR

 0 - 6 (6 mos.) $19.04 $19.24 $19.72 $20.21 $20.72 $21.24
 6 - 12      (6 mos.) $20.97 $21.17 $21.69 $22.23 $22.79 $23.36
12 - 18     (6 mos.) $23.07 $23.32 $23.90 $24.50 $25.11 $25.74
18 - 24     (6 mos.) $25.42 $25.67 $26.31 $26.97 $27.64 $28.33
Thereafter $25.42 $25.67 $26.31 $26.97 $27.64 $28.33

Document Services Associate $33.01 $33.36 $34.19 $35.04 $35.92 $36.82

REPROGRAPHICS ROOM 
CONTROLLER

COMPUTER OPERATOR

PROGRAMMER

SYSTEMS ADMINISTRATOR



 0 -  6  (6 mos.) $25.42 $25.67 $26.31 $26.97 $27.64 $28.33
 6 - 12  (6 mos.) $28.40 $28.70 $29.42 $30.16 $30.91 $31.68
12 - 18 (6 mos.) $31.72 $32.02 $32.82 $33.64 $34.48 $35.34
Thereafter $31.72 $32.02 $32.82 $33.64 $34.48 $35.34

Sr. Reproduction Controller $33.27 $33.62 $34.46 $35.32 $36.20 $37.11

CUSTOMER CARE

Sr. Outreach Specialist $38.13 $38.53 $39.49 $40.48 $41.49 $42.53

Senior Dispatcher $42.78 $43.42 $44.51 $45.62 $46.76 $47.93
Dispatcher (Thereafter) $40.76 $41.37 $42.41 $43.47 $44.56 $45.67
24 - 30 (6 mos) $38.49 $38.89 $39.86 $40.86 $41.88 $42.93
1 8 - 24 (6 mos) $36.20 $36.60 $37.52 $38.46 $39.42 $40.41
12 - 18 (6 mos.) $34.06 $34.41 $35.27 $36.15 $37.05 $37.98
 6 - 12 (6 mos.) $31.69 $31.99 $32.79 $33.61 $34.45 $35.31
 0 - 6 (6 mos.) $29.40 $29.70 $30.44 $31.20 $31.98 $32.78

EXHIBIT A-1
BILLING

Revenue Management Assistant
0 - 6 (6 mos) $16.81 $17.01 $17.44 $17.88 $18.33 $18.79
6 -12 (6 mos) $17.64 $17.84 $18.29 $18.75 $19.22 $19.70
12 - 18 (6 mos) $18.54 $18.74 $19.21 $19.69 $20.18 $20.68
Thereafter $18.54 $18.74 $19.21 $19.69 $20.18 $20.68

Grandfathered as of 2013 CBA
Billing & Collection Assistant*
0 - 6 (6 mos.) $18.18 $18.38 $18.84 $19.31 $19.79 $20.28
6 - 12 (6 mos.) $21.15 $21.35 $21.88 $22.43 $22.99 $23.56

Billing & Collection Associate
0 - 6 (6 mos.) $25.11 $25.36 $26.00 $26.65 $27.32 $28.00
6 - 12 (6 mos.) $27.13 $27.38 $28.07 $28.77 $29.49 $30.23
12 - 18 (6 mos.) $29.38 $29.68 $30.42 $31.18 $31.96 $32.76
Thereafter $29.38 $29.68 $30.42 $31.18 $31.96 $32.76

Billing & Collection Specialist
0 - 6 (6 mos.) $29.38 $29.68 $30.42 $31.18 $31.96 $32.76
6 - 12 (6 mos.) $31.24 $31.54 $32.33 $33.14 $33.97 $34.82

DISPATCH



12 - 18 (6 mos.) $33.18 $33.53 $34.37 $35.23 $36.11 $37.01
Thereafter $33.18 $33.53 $34.37 $35.23 $36.11 $37.01

Sr. Billing & Collection Specialist $35.16 $35.51 $36.40 $37.31 $38.24 $39.20

Sr. Billing Research & Investigation Spec $38.13 $38.53 $39.49 $40.48 $41.49 $42.53

New rates as of 2013 CBA
Billing  

Billing Assistant
0 - 6 (6 mos.) $18.18 $18.38 $18.84 $19.31 $19.79 $20.28
6 - 12 (6 mos.) $22.02 $22.22 $22.78 $23.35 $23.93 $24.53

Billing Associate
0 - 6 (6 mos.) $25.57 $25.82 $26.47 $27.13 $27.81 $28.51
6 - 12 (6 mos.) $27.91 $28.21 $28.91 $29.63 $30.37 $31.13
12 - 18 (6 mos.) $29.51 $29.81 $30.56 $31.32 $32.10 $32.90

Billing Specialist
0 - 6 (6 mos.) $29.51 $29.81 $30.56 $31.32 $32.10 $32.90
6 - 12 (6 mos.) $32.42 $32.72 $33.54 $34.38 $35.24 $36.12
12 - 18 (6 mos.) $36.00 $36.35 $37.26 $38.19 $39.14 $40.12
Thereafter $36.00 $36.35 $37.26 $38.19 $39.14 $40.12

Sr. Billing Specialist $38.13 $38.53 $39.49 $40.48 $41.49 $42.53

Sr. Billing Research & Investigation Spec $38.13 $38.53 $39.49 $40.48 $41.49 $42.53

Credit
Credit Assistant
0 - 6 (6 mos.) $18.18 $18.38 $18.84 $19.31 $19.79 $20.28
6 - 12 (6 mos.) $22.02 $22.22 $22.78 $23.35 $23.93 $24.53

Credit Associate
0 - 6 (6 mos.) $25.57 $25.82 $26.47 $27.13 $27.81 $28.51
6 - 12 (6 mos.) $27.91 $28.21 $28.91 $29.63 $30.37 $31.13
12 - 18 (6 mos.) $29.51 $29.81 $30.56 $31.32 $32.10 $32.90

Credit Specialist
0 - 6 (6 mos.) $29.51 $29.81 $30.56 $31.32 $32.10 $32.90
6 - 12 (6 mos.) $32.42 $32.72 $33.54 $34.38 $35.24 $36.12
12 - 18 (6 mos.) $36.00 $36.35 $37.26 $38.19 $39.14 $40.12
Thereafter $36.00 $36.35 $37.26 $38.19 $39.14 $40.12

Sr. Credit Specialist $38.13 $38.53 $39.49 $40.48 $41.49 $42.53

Level IV Representative (Senior Customer 
Care Specialist) $38.13 $38.53 $39.49 $40.48 $41.49 $42.53



Customer Care Energy Advisor

0-12 months $30.88 $31.18 $31.96 $32.76 $33.58 $34.42
12-24 months $34.19 $34.54 $35.40 $36.29 $37.20 $38.13
Thereafter $37.06 $37.46 $38.40 $39.36 $40.34 $41.35

Senior Customer Care Energy Advisor $38.13 $38.53 $39.49 $40.48 $41.49 $42.53

*a.  Must be able to pass step progression 
tests when developed.

b.  After 6 months in top rate of Entry Level 
Representative, when qualified, automatically 
go to first step of Level II Representative, and 
after passing the progression test, 
Representatives will automatically progress 
through Level III Representative.  Promotion to 
Level IV Representative on Company need, 
based on ability, fitness and other 
qualifications.

c.  Any Bargaining Unit employees, who 
routinely communicate with customers in 
Spanish, will receive a language differential in 
a weekly lump sum of Thirty (35) dollars.  The 
Company will determine the number of 
employees assigned and eligible for the 
language differential.  Once assigned, 
employees will receive the differential for that 
week regardless of the number of days the 
work is performed.

CUSTOMER INFORMATION 
SPECIALIST

Customer Information Specialist*
0 - 6 (6 mos.) $22.67 $22.92 $23.49 $24.08 $24.68 $25.30
6 - 12 (6 mos.) $23.93 $24.18 $24.78 $25.40 $26.04 $26.69
12 - 18 (6 mos.) $25.18 $25.43 $26.07 $26.72 $27.39 $28.07
18 - 24 (6 mos.) $26.48 $26.73 $27.40 $28.09 $28.79 $29.51
24 - 30 (6 mos.) $27.84 $28.14 $28.84 $29.56 $30.30 $31.06
30 - 36 (6 mos.) $29.29 $29.59 $30.33 $31.09 $31.87 $32.67
36 - 42 (6 mos.) $30.88 $31.18 $31.96 $32.76 $33.58 $34.42
42 - 48 (6 mos.) $32.50 $32.80 $33.62 $34.46 $35.32 $36.20
48 - 54 (6 mos.) $34.19 $34.54 $35.40 $36.29 $37.20 $38.13
54 - 60 (6 mos.) $36.00 $36.35 $37.26 $38.19 $39.14 $40.12



Thereafter $36.00 $36.35 $37.26 $38.19 $39.14 $40.12

Sr. Customer Information Specialist $38.13 $38.53 $39.49 $40.48 $41.49 $42.53

*a.  Must be able to pass step progression 
tests.

c.  Failure to pass step progression tests at the 
end of either the 12-month, 24 month, or 48 
month steps will require remaining at the 
existing step with employee eligible for 
retesting within the next six (6) months.  
Failure to pass the test a second time will 
result in the employee being reassigned to an 
entry-level position in another department.

d.  Probationary employee testing 
administered during training program.

  b.  Passing of step progression test required 
before progression to next step at end of 



 
 

 
 

X - Remote Reporting 

5.12 Employees shall be transported from the regular point of assembly to and from the job on 
Company time except as provided below. 
 

 "Employees of the operating departments may be required to report for work at a temporary 
remote reporting location. Remote reporting locations will include trailers, Company substations, 
or other Company locations. Adequate facilities will include toilet, parking, and drinking water 
(with ice when appropriate). Travel to such a location for work and travel from a quitting point 
after work will be personal time." 

 
Each employee assigned to the remote reporting location will be paid a per diem of $45 per day 
for each day they report to the remote location.  Such per diem is in lieu of mileage.  
 
Employees must report the remote job site at the start of their shift.   Travel to such a location for 
work and travel from quitting point at the end of the day will be on personal time. 
 

 Remote reporting locations will have adequate facilities and parking. There will be ready 
access from improved or paved roads. 
 

 As much notice, as possible in advance of forty-eight (48) hours shall be given to each 
employee required to remote report.  If less than forty-eight (48) hours' notice is given, the 
employee shall be paid at time and a half for the first day of work. This, however, does not apply 
to overtime assignments. 
 

 An employee shall remote report with twelve (12) hours notice in an emergency established 
by a vice president. 
 

 Employees shall not be required to remote report for less than three (3) consecutive 
regularly scheduled workdays. 
 

 



 

XI - Mutual Aid Agreement 
   

The following provisions address the terms and conditions that will apply when Delmarva/1238 
employees volunteer for a work assignment that requires overnight lodging away from employees’ 
homes.  If the assignment is within the Delmarva Power service territory, they shall be 
compensated per the 1238/Delmarva Power CBA.  If the assignment is outside the Delmarva 
Power service territory, the following shall apply: 
 
The Company shall notify the Union Business Manager and Union Stewards in the affected 
departments when the Company decides to solicit for an off-system assignment.  The Company 
shall inform the Union of the number of volunteers to be solicited and the approximate location 
and duration of the assignment if available.  The opportunity to work the off-system assignment 
will be offered by the Company on a strictly volunteer basis to available qualified employees.  
Current designated overtime list shall be utilized for classifications to be selected as volunteers 
and the Company will communicate with the Union prior to assignment to minimize errors.  
Should an error occur it will be resolved per the CBA. 
 
Unless a shorter workday is requested by the Host Utility, all employees will be paid a minimum 
of sixteen (16) hours per day except on the day they leave from or return to their regular point of 
assembly.  On the first day of the assignment, employees shall commence being paid time and 
one-half when they leave from the regular point of assembly to travel to the Mutual Assistance 
assignment.  The last day of the assignment when traveling home, employees will be paid until 
they arrive back to regular point of assembly.  The daily rest period will be a minimum of eight 
(8) hours from the time employees arrive to their overnight accommodations; this rest period will 
not include any time spent obtaining or finishing meals. 
 
Employees working the assignment outside of the Delmarva Power service territory but within the 
PHI Service territory will be compensated at time and one-half their base hourly rate for all hours 
worked during the assignment except when the CBA requires compensation greater than time and 
one half. Employees working an assignment outside of PHI Service territory (Delmarva Power, 
Atlantic City Electric, Pepco) will be compensated at double their base hourly rate for all hours 
worked during the assignment, except where the CBA requires compensation greater than double 
their base hourly rate (Holidays). The wage rate and pay provisions of the Host Utility shall not 
apply in any respect.  All meals will be provided by the Company or host utility, and employees 
will be paid for all time while eating meals. 
 
There will be no intermingling of Delmarva/1238 personnel and personnel from other utilities or 
contractors as it relates to crew assignments or complements. 
 
Solicitation for Mutual Assistance Assignments 
 

A. The Order of Call per Requested Manpower (Crews) shall be as follows: 
 

 Number of Lead Line Mechanics or Lead Line Mechanic 25 kvg and Journey 
Line Mechanics with eighteen (18) months in grade (as required), which shall 
form a combined list by low overtime hours. 



 

 
 If there are only to be two-person crews on the assignment: 

 
o Number of Line Mechanics as required by crew (Second position on the 

two-person crew), made up from the designated overtime list (of new 
Journey Line Mechanics [0-18 months in grade] by low overtime hours. 

 
 Number of operators as required by number of line trucks requested/sent from the 

designated overtime list (L-3 or above) by low overtime hours. 
 

B. Personnel will be asked by low overtime hours, except: 
 

 Personnel on light or restricted duty will not be asked. 
 

 Personnel on extended illness will not be asked. 
 

 Personnel off sick will not be asked. 
 

 Personnel assigned to scheduled training will not be asked. 
 

 Personnel who volunteer for temporary assignment to another department (more 
than 5 working days) will not be considered for off-system work. 

 
 The Company will attempt to maintain proportionate representation from NCRO 

Line and North East Line unless conditions warrant otherwise; for example, 
scheduled work that should be completed, etc. 

 
 Personnel on Vacation 

 
 

o When asking for off system work, employees on vacation will not be 
asked. 

 
o When asking for off system work, employees will be given the 

opportunity to cancel any future vacation. 
 

 On-Call Personnel 
 

 
o Personnel on-call when asking for off system work will not be eligible for 

off system work. 
 

o Personnel on-call the following week will be asked in order of call by 
overtime hours and must inform supervisor (caller) of their call status. It 
will be the employee's responsibility to have call covered for the duration 
of the assignment prior to the ask.  The Company will provide as much 
prior notice as possible. 



 

o In all cases it is the responsibility of each individual to notify the 
supervisor (caller) of their on-call status for current week and the 
following week. 

 
 

 Rest Period and Currently Working Employees 
 

o Employees currently working will be given the opportunity to work off 
property, if they are not on a rest at the time of departure as per 3.3 of 
the CBA or due to go on rest during the planned/expected travel time 
and remaining work duration at destination. 
 

o Personnel on rest will be afforded the opportunity to go off system, if 
they are not on rest at the time of departure as per 3.3 of the CBA  

 
 Miscellaneous 

 
o Future additions or changes to departmental personnel that affect the 

call out list will be addressed at that time and mutually agreed upon by 
the company and union. 

 
o Minimum crew complement shall apply to off system work. 



  

XII - Gas Department 

The Union proposes the following changes to the Gas Division in C&M and Service:  

This proposal will void the August 17, 2016 Agreement between the Company and Union that 
tied the Service or Utility Group with the Construction or C&M Group. 

Moving forward there will be 2 separate Groups the Construction Group and Service Group. 

The Construction Group will have Job descriptions that pertain strictly with the work performed 
by Gas C&M titled Mechanic Operator. 

The Service Group will have job descriptions that pertain strictly to the work performed by the 
Service Department titled Utility Energy Serviceperson. 

 New Job Description Utility Energy Serviceperson (see attached) 

 Progression will be as follows: 

  Utility Energy Serviceperson 0 ($31.24) – 12 mos. ($35.38) 

  Utility Energy Serviceperson 12 ($35.38 - 24 mos.$39.57) 

  Utility Energy Serviceperson 24 ($39.57- 36 mos. $43.85) 

When there are vacancies to be filled in either department, they will go out to bid and be filled 
per 4.3 of the CBA. 

a. The Company expects employees to be fully qualified after 6 months in gas 
training (w/OQ qualification) and 6 months in electric training and testing.  Once 
qualified employees will become fully proficient in the role and progress to top 
step after 36 months in the classification.  
 

b. If candidates fail either the gas or the electric testing portion of the training they 
will be remediated and given an opportunity to pass either the gas or electric 
component of the testing two times.  If they fail a third time the employee will be 
terminated.  

 
c. For all Service Department incumbents (Journey Mechanic Operator, Mechanic 

Operator 1 - 4, Assistant Mechanic Operator) they will be mapped over to the new 
position and rate of pay based on their length of time in their current role. For 
example, an Assistant MO at 5 months of service will be mapped over to the 
Utility Energy Serviceperson equivalent of 5 months of service.   

 
As soon as practical, the Company shall establish entry-level and progression testing, both 
aptitude and physical capabilities, that candidates must pass to obtain a Utility Energy 
Serviceperson position in the future.  The Company agrees to sit down and review the testing 
with the Union after it has been established.  



  

 

Gas C&M progression shall be revised as set forth Below: 

Welder 1/C      $46.81    

Welder 2/C  12 mos.   $44.74 

      

Lead Mechanic Oper.     $44.74    

Journey Mech Oper.     $43.42    

Mech Oper. 2   12 mos.   $38.03    

Mech Oper. 1   12 mos.   $35.27    

Mech Oper. Trainee 12 mos.   $32.70    

Mech Oper. Trainee 6 mos.    $30.29 

 

a. For all incumbent incumbents (Journey Mechanic Operator, Mechanic Operator 1 
- 4, Assistant Mechanic Operator) they will be mapped over to the new position 
and title based on their length of time in their current role.   
 

b. Training and Testing will be designed by the Company and reviewed by the 
Union on or around June 1. The training will be a combination of OJT and 
classroom training similar to or the same as what is provided below:  

 

 

1. Job Description Modifications  
a. Proposed Journey Mechanic Operator Job Description modifications: 

Item #5: perform gas emergency first responder duties. Respond to gas emergency 
orders and implement appropriate emergency procedures.  

Item #8: Perform valve maintenance and repair  

 

 



  

b. Qualifications: 

Automatic progression to Journey Mechanic Operator upon demonstration of 
ability, fitness, and other qualifications (including Journey test) after 42 months in 
MO progression (may include  18 months as AMO).  

Must be willing and able to work overtime on a regular basis and must be 
available for callout overtime.  

Physical Job Requirements: 

Strenuous physical effort, including reaching, working in abnormal positions, 
walking, stooping, and climbing.  

Must be able to lift up to 90 lbs.  

Pass back X-ray and hernia exam. 

Must pass a respirator fit test for fresh air.  

Must pass an OSHA medical respiratory exam. 

Journey Mechanic Operators and Lead Mechanic Operators Shall not be assigned to work as 
Utility Energy Service person.   

  



  

Non-traditional Responders for Gas Emergencies 

All Locators after completing 12 months in grade will be trained and qualified to be gas 
emergency responders so that they can:  

1. Perform a gas leak investigation 
2. Perform an inside and outside investigation. 

a. Training will include all inside equipment, heaters, water heaters, fireplaces (same 
training as Utility Energy Serviceperson). 

b. Evacuate a residence, if necessary  
c. If at any time the locator needs assistance they shall call, and immediate 

assistance shall be sent to them.  

Locators will receive training once per quarter to ensure their qualification is not lost.   

Upon ratification the Company will post and hire for 2 new locators. In 2021, the Company will 
post and hire for 2 additional locators.   

 New Locator Progression shall be as follows:   

 0-12 (12 mos.) $32.23 

 12-24 (12 mos.) $35.38 

 Thereafter   $39.25 

  



  

DELMARVA POWER 

Utility Energy Serviceperson 

  

Job Duties 

Utility Energy Serviceperson is responsible for working with Gas and Electric Service; e.g.: turn-
on and shut-off services, meter work, gas and electrical emergencies. Utility Energy 
Serviceperson are considered essential personnel and are required to respond to emergencies and 
work under all types of weather conditions 

  

Must be able to perform:  

  

1 Gas odor /emergency response, investigate residential, commercial and industrial customer and 
company issues, correct the condition to proper standards, connecting, disconnecting, adjusting, 
relighting, making repairs to equipment. Correct the condition or report the condition to the 
proper authority, including interruptions. 

2 Construct, adjust and repair pipelines, and all types of gas metering and distribution regulators. 
Mechanical Pipe fitting on customer meter sets, fittings and valves.  

3 Trouble shoot and repair customer issues including gas irregularities and all emergencies.  

4 Perform work on electric services 600v and below not to include transformers. The work could 
be performed utilizing ladders on buildings. Install, maintain and remove electric meters 
assemblies 600v and below. 

5 Complete miscellaneous maintenance and repair work on secondaries, structures, equipment 
and services.   

6 Make collections, including delinquent accounts, install / remove locking devices.  

7 Perform any related or lower qualified work as required or directed. 

 

QUALIFICATIONS  

1. High School Diploma or equivalent  

2. Valid driver's license (with ability to meet company driving criteria) and ability to receive and 
maintain CDL medical certificate.  

3. Previous qualified requirements for the duties of Utility Energy Serviceperson or Mechanic 
Operator progressions or eligible for promotion to this classification upon serving time in grade 
Utility Energy Serviceperson classification.  



  

4. Experience in environments involving gas or electric emergencies.  

5. Ability to interact with customers on a one on one basis and portray the company as the 
energy supplier of choice.  

6. Ability to respond to emergency call out as essential personnel and to work shifts.  

7. Willing to report to any location throughout the service territory. 

8. Ability to successfully complete required testing.  

9. Must be able to lift 90 pounds.  

10. Must be within the manufacturer’s safe weight guidelines for equipment.  

11. Mechanical experience with independent ability to mechanically troubleshoot issues.  

12. Comfortable working at heights.  

13. Ability to work 24/7 shifts during storms or other energy delivery emergencies 



XIII – Matrix Selection Procedure 
 

Dispatcher Classification Added to Matrix Selection 
 
The Company proposes amending the Matrix Selection pilot to add the Dispatcher 
Classification and revise the structured interview language effective upon ratification. 



Attachment B 
Exhibit 1 

Senior Positions/Matrix Selection Pilot 
2013 GMU 

 

2 

A. The Company and Union agree to create a pilot program to select the most 
qualified employees for certain “Senior” positions.  Nothing in this Agreement 
precludes the parties from negotiating changes to this Pilot during the term of the 
2013 Labor Agreement.  The Pilot shall continue for the duration of 2013 Labor 
Agreement; however, either party may terminate the Pilot with 30 days written 
notice.  In the event the Pilot is terminated, the senior jobs involved in the Pilot 
shall be filled under the current provisions of Section 4.2. 

 
B. The parties agree to limit application of this program to senior jobs that have lead 

responsibilities.  The jobs are indicated below.  If any of these jobs are determined 
not to have lead responsibilities, they shall be removed from the Pilot. 

a. Senior Gas Field Technician 
b. Senior Technician 
c. Lead Mechanic Operator (Gas) 
d. Senior Customer Care Specialist 
e. Senior Electrician-Substations C&M 
f. Resource Management Clerical Specialist 
g. Office Specialist 
h. Accounting Office Specialist 
i. Senior Technical Drafter 
j. Senior Reproduction Controller 
k. Senior Dispatcher 
l. Senior Billing & Collection Specialist 
m. Lead Lineman 25kvg 
n. Lead Cable Splicer 
o. Lead Cable Splicer 25kvg 
p. Meter Specialist 
q. Dispatcher 

 
C. During the Pilot, when the Company decides to fill one of the senior positions 

listed above in Section B. of this Agreement, it shall proceed based on the 
procedure set forth below. 

 
D. The goal of the program is to select best qualified candidates on an objective and 

fair basis.  When filling vacancies by promotion to such Senior positions, 
governing consideration shall be given to ability, performance and other 
qualifications for the position.  Seniority will be considered if ability and 
performance are rated within 2 points of each other.   

 
E. For an employee in Operations or Gas Delivery to be considered for a senior 

position under this Pilot, he/she must come from the occupational group involved 
except where there are no interested or qualified candidates from those groups.  
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For an employee in Customer Care to be considered for a senior position under 
this Pilot, he/she must come from Customer Care (unless there are no interested or 
qualified candidates from Customer Care).  When the Company decides to fill a 
senior position, it will post a notice to that effect in the affected department(s) for 
seven calendar days (no postings on Mondays).  Employees who are interested in 
this position may submit their names for consideration.  In cases where there are 
no interested or qualified internal candidates, the Company may fill the position 
using a different process such as a Structured Interview with management and 
union personnel on the Interview Panel using the same concepts as the Matrix 
Selection. 

 
F. Job Analysis: The first time a job listed above is to be filled, a Job Analysis will 

be conducted (providing no prior relevant Job Analysis has been conducted) to 
determine Leadership Competencies.  A Job Analysis is a structured method for 
determining the critical competencies to do a job effectively that will be used in 
the Matrix Selection process described below.  A Company testing expert 
(internal or external) will facilitate the Job Analysis to ensure the process is fair 
and objective.  Among other things, the testing expert will: 

 
1. Conduct observations and interviews of incumbents to gain better 

understanding of the responsibilities of the job. 
 
2. Conduct structured focus groups with a mix of incumbents and 

supervisors/managers to identify and evaluate critical tasks and 
competencies associated with the position. 

 
3. Develop competency definitions (benchmarks). 

 
If a relevant Job Analysis has previously been conducted at another PHI location, 
the testing expert will conduct a transportability study to determine whether it can 
be used in the New Castle Region.  In such a situation, a testing expert will 
conduct structured focus groups with a mix of incumbents and 
supervisors/managers to evaluate the transportability of the Job Analysis.  
Changes will be made, as appropriate, based on input from the focus groups.  If a 
job analysis has been conducted but no benchmarks have been developed, a 
testing expert will develop appropriate benchmarks based on the Job Analysis. 
 

G. Initial Screening of Applicants 
 

To pass the initial screening, employees must meet the following requirements: 
 



Attachment B 
Exhibit 1 

Senior Positions/Matrix Selection Pilot 
2013 GMU 

 

4 

1. Must have received at least an overall acceptable in the bargaining-unit 
PAS program (or equivalent rating in any prior or subsequent rating 
systems) on their last two bargaining-unit Performance Appraisals; 

 
2. Must have no active discipline greater than a Written Warning and it 

cannot be for work performance or safety. 
 

3. In Operations and Gas, employees must have a track record of being 
responsive to callout requests (33% minimum providing employee had 
sufficient number of callout request in past 12 months; at least 12). 

 
4. If progression testing has been developed for the Senior position in 

question, the employee must have passed such testing. 
 

H. To determine who should move forward in the Matrix Selection process, the 
potential candidate must: timely indicate interest and meet the appropriate 
qualifications as noted above.  If the Company determines that the candidate pool 
is too large, it shall determine how many employees to consider and the least 
senior candidates shall be removed from the process. 

 
Matrix Selection: As a general matter, two (2) representatives will be appointed 
by the Company and two (2) representatives will be appointed by the Union who 
will be responsible for reviewing the qualifications of those under consideration.  
There may be situations where the number has to be increased or lowered based 
on the particular situation.  In such cases, the Company will discuss the situation 
with the Business Manager of the Local before proceeding.  The Union agrees to 
name its representatives within fourteen (14) calendar days of the request for a 
panel; otherwise, the Company may proceed without Union representatives on the 
panel.  Both parties will strive to appoint diverse panels where possible.  
Representatives must be familiar with the work records, knowledge, skills and 
abilities of the candidates for the position.  All representatives must receive 
training in Matrix Selection process prior to participating on a selection panel.  
The Company and Union representatives shall rate each candidate using a rating 
scale of 1 to 5.  Participants will first individually rate the candidate on the 
competencies and then discuss and reach group consensus on the competencies 
and the overall rating (competency assessment).  This discussion will be 
facilitated by an HR Business Partner or other Company representative trained in 
the process.  Scores shall remain active for three months. 

 
I. Based on the competency assessment, the employee receiving the highest passing 

score (employee must have average score of 3.5; more specifically, 3.5 times 
number of competencies = minimum acceptable total score) shall be awarded the 



Attachment B 
Exhibit 1 

Senior Positions/Matrix Selection Pilot 
2013 GMU 

 

5 

position unless two or more employees are within 2 points of the highest score.  If 
so the most senior employee shall be awarded the position.  For example, if there 
are 30 points total possible and the highest score is 25 and a more senior 
employee scores 23, the senior employee will be awarded the position. 

 
J. Should the representatives fail to reach consensus during the Matrix Selection 

process, the matter shall be forwarded to the Business Manager of Local 1238 and 
the Manager, HR Business Partners for DPL for resolution.  In such cases, the 
parties shall gather the facts and review how best to resolve the issue, including 
the possibility of having the representatives revisit their ratings and resume their 
deliberations.  The Company may bring in a testing expert to facilitate the 
discussion.  Other options may also be considered as appropriate, including a 
structured interview. 

 
K. Should the Business Manager of Local 1238 and the Manager, HR Business 

Partners for DPL fail to resolve the matter, the matter shall be forwarded to the 
Business Manager of Local 1238 and the Director, HR Business Partners & 
Employee Relations.  Ultimately, if there is no agreement, the Director, HR 
Business Partners & Employee Relations shall make the final decision. 

 
L. The parties agree that this process shall not be subject to the grievance-arbitration 

procedure, including the results of this process; however, nothing precludes either 
party from grieving-arbitrating an alleged breach of the specific terms of this 
Agreement. 



XIV – 12 Hour Shift Schedule 
 

DELMARVA POWER REGION OPERATING CENTER 
 

Dispatchers 
 

 
This agreement describes the terms under which the bargaining unit employees assigned to the 
Delmarva Power Region Operation Center Dispatch classification only would work and be 
compensated in a modified rotating 12-hour shift assignment. 
 
The parties agree that this agreement on the modified 12-hour shifts shall only be implemented for the 
bargaining unit shift Dispatcher1 employees at the Delmarva Power Region Operations Center 
(NCRO) and shall not affect any non-shift, scheduled, or non-scheduled employee in any way. 
 
1incumbent dispatchers may volunteer to be included in the 12-hour shift rotation/agreement, otherwise they shall remain on the shift that 

they are currently working and be excluded from the 12 hour shift condition for a trial period. 
 
 
CONDITIONS FOR TRIAL PERIOD 

 
At least 66% of the dispatchers in the Delmarva Power Region Operations Center must agree to go to 
a modified 12-hour shift schedule as outlined in these policies before implementation. 
 
There will be an 8 month trial period at the end of which another vote must be taken among all New 
Castle Region Operations Center Dispatchers to assure a satisfaction rate of 80%. This vote will take 
place no later than 8 months from the date when dispatchers start working the 12-hour shift.  
 
Acceptance vote is to be conducted by Company and Union representatives. If a vote of Dispatchers 
in the Delmarva Power Region Operations Center is less than 80% in favor of maintaining the modified 
12-hour schedule, then the current 8-hour schedule will be re-instituted at the beginning of the calendar 
year. This would occur unless a 66% majority votes for a trial period on a different schedule. 

 
 
CONTRACTUAL AND PROCEDURAL CHANGES 
 

The following only applies to Dispatch employees working a modified 12-hour shift schedule. 
Employees assigned to an 8-hour, 5-day basic workweek will be compensated per the Labor 
Agreement. 
 
Any conditions not specifically referred to in this Agreement will be handled in accordance with the 
applicable section of the Labor Agreement 
 
 

PAY PROVISIONS 
 
The payroll week will begin at 6:00 AM Monday and run through 6:00 AM the following Monday. 
This schedule will result in two 36-hour pay weeks and two 48-hour pay weeks and three 40-hour pay 
weeks during a seven-week rotation. 
 



The first 40 hours worked on regularly scheduled days during the payroll week shall be considered the 
basic workweek and paid at straight time. This does not apply to hours worked on days of rest, which 
will be paid at the appropriate overtime rate. 
 
Any hours worked beyond 40 shall be paid at the appropriate overtime rate. 

 
Any hours worked beyond 36 in the short week shall be paid at the appropriate overtime rate. 
 
When due to the needs of service, a person is compensated for less than 280 hours of base rate pay 
during the 7 week schedule period, they shall be offered the opportunity to make up the shorted hours 
sometime during the same or next 7 week period.  For the purpose of calculating hours compensated, 
the 2nd 7 week period will begin the week employee works 48 hours starting on Monday @ 06:00, and 
ends the week employee completes the last 40 hour week, of the proposed 12/8 combo shift. 
 
The following hours will count toward the 280 hours of base pay: 

All pay hours associated with the employees schedule work. 
Holiday pay and actual hours worked on a holiday. 
Other hours mentioned under lost time. 

 
HOLIDAY PAY – All eligible employees will receive 8 hours pay at their normal base rate for each 
of the Company’s eleven paid holidays. Those employees working within the holiday hours, beginning 
at 00:01 through 23:59, will be paid an additional one and one half times the base rate for all hours 
worked. All hours worked beyond 12 hours, but within the holiday hours, will be paid at two and one 
half times the base rate. 
 
JURY DUTY – Anyone subpoenaed for jury duty will be placed on 8 – 4, Monday through Friday, 
for the period they are required to serve. When presence at court is not required, the employee is 
expected to report for work as they would on a normal 8 – 4 schedule. They are also expected to report 
if the court releases them prior to 12:00 noon. Any 12-hour employee scheduled to serve on jury duty 
for a period of one day will be granted 12 hours off and will be paid 8 hours at the base rate for those 
“off-scheduled hours”. Single days of jury duty will require a minimum of 12 hours rest prior to 
returning to shift. Every effort will be made to assure that the person on a single day of jury duty has a 
minimum of 8 hours rest prior to jury duty. When pay is lost due to a single day of jury duty, the 280-
hour provision will allow for compensating hours to be offered. 
 
MILITARY LEAVE – Employees requiring leave time for National Guard and Reserve summer 
training will be granted up to 80 consecutive hours per calendar year. Those hours will be paid at the 
base rate and will be scheduled 8 – 4, Monday through Friday. 

 
VACATION TIME – Vacation days will be converted to hours and will be computed as days off in 
12-hour increments. Departmental and labor agreement vacation scheduling and pay procedures will 
be used to assure that everyone is able to obtain vacation when available in accordance with seniority. 
Standard vacation pay will be no greater than 48 hours of straight time pay for one week. 

 
BIRTHDAY HOLIDAY – Eight hours of time off with pay will be granted for birthdays. These 
personal holidays may be used with partial vacation days to accrue a full 12-hours off with pay. An 
employee wishing to elect time off in place of holiday pay will be granted 8 hours off for each if worked 
any schedule hours during the New Year’s Day and or Washington Birthday and/or Good Friday and 
or Memorial Day and or Independence Day holiday period. This time must be taken in 8 hour 



increments. 
 
DEATH IN THE FAMILY – Eligibility for the death in the family provision will apply as written in 
the contract. The employees will be eligible for up to 36 hours of leave time if the employee would 
have been entitled to four (4) regularly scheduled days. This will be the equivalent in pay of 32 hours 
pay at the base rate for the death benefit, and four hours absent with permission, with pay. The 
Company will make every effort to provide time off (i.e., vacation, time off without pay) for 
employees who need additional time beyond the time granted above, or time off to attend a service 
for someone not covered above. 
 
SICK LEAVE – The total sick leave time allowance policy will be changed from days to hours to 
maintain consistency with the other 12-hour policies and maintain benefit parity with 8-hour 
employees. 

 
ILLNESS OR ACCIDENTS - Time off due to illness or accidents will be granted in days. When a 
dispatcher is out for a week, and that week is a short week, then that dispatcher will be charged and 
paid 36 hours of sick leave. If the week missed is a long week, that operator will be charged and paid 
40 hours sick leave, not 48 hours. Pay lost due to sick leave will be provided for under the 280-hour 
provision. When it is known that a dispatcher will be on extended sick leave, they will be placed on 40 
hour a week schedule for the duration of the illness.  The number of days of illness and the number of 
occurrences which will result in disciplinary action under the Company’s Absenteeism Control 
Program for either, the Short Duration Absence track or the Excessive Absenteeism track will be 
accumulated in hours of illness and then converted to 12-hour equivalent days for the purpose of 
administering these programs. For example, 4 days when working a 12-hour schedule will be equivalent 
to 6 – 8 hour days totaling 48 hours illness and will trigger the short duration absenteeism discipline 
program.  Any bona fide illness extending beyond two (2) 12-hour shifts must be certified as bona fide 
by a competent physician before any sick leave with pay will be granted. In addition, a physician’s 
certificate may be required and must be furnished when sick leave payments have been paid for a 
consecutive period of more than one (1) 12-hour shift to an employee with an active Second Step 
Warning or more of disciplinary action for Short Duration Absenteeism or an active Written Warning 
or more for Excessive Absenteeism. 

 
 

POLICIES AND PROCEDURES  
 
MEAL MONIES – No meal money will be paid for regularly scheduled work hours. Meal money will 
be paid when an employee works 2 hours prior to his scheduled shift or 2 hours past his scheduled shift 
and every five hours thereafter. 
 
SHIFT DIFFERENTIAL – Shift differential will be paid as per Article III, Section 3.10 of the 
Collective Bargaining Agreement. 
 
Anytime during this one year trail period if either party feels that there is a need to change the 6:00 
a.m. to 6:00 p.m. and the 6:00 p.m. to 6:00 a.m. working hours to some earlier or later starting and 
ending shifts, which must still consist of a 12 hour work day schedule it will be done through mutual 
agreement by both parties. 
 
REST PERIOD - A dispatcher who works 12 or more hours will be granted 8 hours rest prior to working 
another 12-hour shift. 



 
When an employee is called out and works one or more hours in the first 6 hours of the 8- hour period 
immediately preceding his regularly scheduled 12-hour shift’s starting time (for example: 10:00 p.m. 
to 5:00 am for an employee scheduled to start work at 6:00 am), they shall be allowed a rest period at 
the beginning of his regularly scheduled work day equal to the number of hours worked in the 8-hour 
period. When an employee is called out and works one or more hours in the first 5 hours of an 8 hour 
period immediately preceding their regularly scheduled 8-hour shift starting time the current contract 
language under Article 7 Section 1 of the Contract Agreement will apply. The employee shall suffer 
no loss of pay for the above rest period. Should time continue through the starting time of his scheduled 
day, the rest period shall be scheduled for the latter part of his scheduled workday. 
 
If it becomes necessary to hold an employee over into the next scheduled shift and the employee to be 
held over is scheduled to work the following day, the Company will use its best efforts to release the 
employee within four hours. 
 

UTILIZATION OF RELIEF PERSONNEL 
 

Relief personnel will be utilized in this fashion (New Castle) Dispatchers working the 8 hour shifts 
will not be used to fill 12/8 hour schedule, only Dispatchers working 12/8 hour schedule will be used 
to fill those shifts. 
 
Relief personnel will have at least 48 hours scheduled off after working 3 consecutive days. 
 
Relief personnel will be subject to the 280-hour provision 

FILLING SHIFTS BY OVERTIME 
 

Filling an open 12/8 shift will be done first by asking Dispatchers on 12/8 schedule. If no one wants to 
fill that shift from the 12/8 schedule then the Company will ask from the 8 hour scheduled Dispatchers. 
If no one from the 8 hour schedule wants to fill the 12 hour shift than the company goes back and force 
by low overtime someone from the 12/8 hour schedule to fill that shift.  Filling an open 8 hour shift 
will be done first by asking Dispatchers working the 8 hour schedule if no one wants it than the 
Company can go to the dispatchers working the 12/8 schedule if no one from the 12/8 hour schedule 
wants it than the company will go back to the 8 hour scheduled dispatchers and force by low overtime 
hours to fill that shift. 
 
It is the intention of the Company and the Union to work together to resolve any unforeseen problems 
which may arise in administering this modified 12-hour schedule. To that end, a Joint Delmarva Power 
Regional Operations Center Committee comprised of equal numbers of Management and bargaining 
unit employees affected by this schedule shall be established to meet at the request of either party to 
resolve such problems. The Delmarva Region Operations Center bargaining unit Shift Committee 
members shall be appointed by the President/Business Manager of Local 1238. Any resolution must 
be forwarded to the President/Business Manager and the Manager of the Delmarva Power Regional 
Operations Center for final approval to ensure that any changes are consistent with the provisions of 
this Agreement. 



  
 

XV - Splicer 
 

Lead Cable Splicer 25KVG SCD 
 
Journeyman Cable Splicer 
 
Cable Splicer (12 mos.)  CS-4 
 
Cable Splicer (12 mos.)  CS-3 
 
Cable Splicer (12 mos.)  CS-2 
 
Cable Splicer (12 mos.)  CS-1 
 
Cable Splicer Helper (6 mos.) 
 

*Cable Splicers may work on secondary aerial single phase residential house and commercial service 
restoration as a second role during storm restoration work. 



 

 

XVI - Meter Department 

Restructure Gas & Electric Meter as Follows: 

Electric  

Rename classifications & Job Descriptions to “Electric Meter Specialist” & “Electric 
Meter Tech.” 

Change progression times for “Electric Meter Tech.: from 60 months to 36 Months. 

Electric Meter Techs. Would promote to the Electric Meter Specialist Classification. 

Meter Technicians will maintain and troubleshoot all AMI meters and their network 
communication Pathway. 

Meter Technician qualifications may also be Lineman minimum L-3 

Meter Technician will be responsible for maintaining and installing AMI related network 
equipment involving self-contained meters.  

Gas 

Combine the old Gas Meterman and Gas Meter Mechanic, into a new job Description 
“Gas Meter Technician”. 

New hires into the Gas Meter would automatically progress to the top of the Gas Meter 
Tech classification in 36 months.  Existing Gas Metermen would be slotted into the 
progression depending on the amount of time they have in the department. 

Currently there is one (1) Gas Mechanic who is being upgraded to Gas Technician.  That 
Gas Mechanic will be promoted to the current Gas Technician classification upon 
ratification, and all future promotions to the Gas Specialist position will be by the Matrix 
selection process. 

Rename Gas Meter Tech job description to Gas Meter Specialist and add to the Matrix 
Selection Process list. 

Greasing and exercising valves as needed will be added to the Gas Specialist and Gas 
Meter Technician classifications. 

The task of “perform any and all meter related reads for billing/power billing with a 
laptop electric or gas outside a Substation” is currently performed by bargaining unit 
employees in the Electric and Gas meter departments.  That work will be shared with the 
current remaining meter readers until such time that the meter readers are unable to 
perform the work, and at such time the work will remain in the gas and electric meter 
departments.  

 



 

ELECTRIC METER     

     
Electric Meter Specialist    $46.56 
Electric Meter Specialist (1 yr.)    $41.63 
Electric Meter Specialist (1 yr.)    $39.76 

Electric Meter Tech.    $37.99 
Electric Meter Tech. (1 yr.)    $36.27 
Electric Meter Tech. (1 yr.)    $34.63 
Electric Meter Tech. (1 yr.)    $33.12 
     
     
     

     

     

GAS METER      

     
Gas Meter Specialist    $46.56 
Gas Meter Specialist (2 yrs.)    $42.63 
Gas Meter Tech.    $39.89 
Gas Meter Tech. (1 yr.)    $37.78 
Gas Meter Tech. (1 yr.)    $35.78 
Gas Meter Tech. (1 yr.)    $33.87 

 

  



 

Delmarva Power 

Gas Meter Tech. 

 

Job Duties 

Under general supervision, regularly and customarily performs work necessary to inspect, test, 
adjust, calibrate, assemble, trouble-shoot and repair all types of gas measurement equipment and 
instrumentation including gas meters, station meters, rotary meters, turbine meters, base pressure 
and/or temperature indexes and instruments, integrating instruments, auxiliary indexes, and all 
other related equipment in all customer and Company facilities.  Works individually or assists 
others in the performance of their duties as required. 

Must be able to: 

1. Operate meter testing and calibration equipment, perform field maintenance or testing 
as required, including lubrication.  
 

2. Read electric and gas metering devices, record and gather date and install or replace     
security devices, individually in the field, as required. 
 

3. Operate instruments and equipment utilized for the detection of gas leaks, and make 
minor field adjustments to correct, individually in the field as required. 
 

4. Fabricate or repair instrument and control piping as required. 
 

5. Perform low pressure rotary meter installation, removal, inspection, troubleshooting 
repair, or replacement including required connections.   
 

6. Assist in the installation of all types of gas meters and Company equipment on 
customer premises. 
 

7. Investigate customer and Company complaints, correct conditions and /or report 
conditions to proper authority. 
 

8. Direct the work of others assisting him/her, assist other personnel in the completion 
of their duties. 

9. Operate valves, controls and meter reading equipment associated with gas 
measurement equipment. 
 

10. Work as required regarding painting of meters, material and equipment. 
 

11. Operate trucks, vehicles, and other equipment related to the job. 



 

 
12. Perform necessary clerical work incidental to the job. 

 
13. Perform other related or less-skilled work as required or directed. 

Note: 

Employee is eligible for promotion to Gas Meter Specialist after a minimum of 3 years as 
a Gas Meter Tech. 

Experience Required: 

Completion of apprenticeship or certification as a journeyman in plumbing, pipefitting, 
electrical, or instrumentation trade; 

- OR - 

Minimum of two years’ experience in mechanical, electrical, or instrumentation 
construction and maintenance work satisfactory to the Company. Knowledge of basic 
electricity required. 

Qualifications: 

High school or vocational school education or equivalent. 

Must have successfully completed a minimum of two courses in electricity and/or 
instrumentation satisfactory to the Company, at an accredited vocational/technical school. 

Must have proper temperament for meeting the public and dealing with customers. 

Willing to work overtime as required. 

Must be able to work from a ladder, scaffolding or other elevated equipment. 

  

 



XVII - Modification of Alternative to Safety Discipline 

 

The Company proposes modifying the following Attachment A from the CBA- Alternative to 
Safety Discipline:  

 

Alternative to Safety Discipline 

 

Purpose 
 

To offer a qualified employee involved in a specific safety violation an opportunity to elect an 
alternative to discipline. 

 

Definitions 
 
Qualified Employee 
 

1. Must have been a regular full-time employee with less than five consecutive years of service 
and had no incidents from date of becoming a regular full-time employee to date of current 
specific safety violation being considered for an Alternative to Safety Discipline. 

 

OR 
 

2. Must have been employed for a minimum of five (5) consecutive years and had no safety 
incidents during the immediate past five (5) consecutive years. 

 

OR 
 

3. Must have achieved a record of having worked the immediate past ten consecutive years with 
one previous safety incident having occurred any time during those ten years. 

 

Safety Incidents 

 

1. Previous safety discipline still active in the employee’s personnel file. 
 



OR 
 

2. Previous Alternative to Discipline elected by employee still active in the employee’s personnel 
file. 

 

Specific Safety Violation 
 

1. Category I 
 

A. No personal injury to anyone and no property damage for violations involving: hard hats, 
bump caps, safety glasses, wheel chocks or unsecured vehicles licensed for driving on 
highway. 

 

OR 
 

B. No personal injury to anyone and minor Responsible Vehicle Accident (RVA). 
 

2. Category II 
 

No personal injury to anyone (or anyone placed at risk) and no property damage for violations 
involving an employee’s failure to follow proper safety instruction/procedure or policy.  This does 
not apply to Cardinal Rule Violations. Based on the specifics of the violation and any acts 
associated with the incident, Management reserves the right to refuse to apply Alternative to 
Discipline.   

 

Category IA and Category II do not address vehicle damage. 

 

Alternative to Discipline 
 

An elected alternative is not considered discipline and is retained in the safety/accident portion of 
the employee’s personnel file for ten (10) years before removal. 

 
1. Category I 

 
A. Signed recognition of and commitment to safety.  Signed by employee and supervisor. 
 

B. Appropriate training module(s) selected by supervision for review by employee. 



 

C. Discuss the incident at their local Safety Advisory Committee (SAC) Meeting  
 

D. If an RVA, the employee will serve on their local SAC Committee for a period of no less than 
one year and be dedicated to RVA Prevention. 

 

2. Category II 
 

A. Signed recognition of and commitment to safety.  Signed by employee and supervisor. 
 

B. Appropriate training module(s) selected by supervision for review by employee. 
 

C. Discuss the incident at their local Safety Advisory Committee (SAC) Meeting. 
 

D. Discipline 
 

1. One day off without pay for employee with five or more consecutive years of service. 
 

2. Two days off without pay for regular full-time employee with less than five 
consecutive years of service. 

 

  



Alternative to Safety Discipline 

 

Delmarva Power is fully committed to providing a safe work environment for all employees and 
eliminating the pain and suffering associated with accidents through an aggressive accident 
prevention/safety program.  The basic ingredient of this program is participation which can only 
result from a clear definition and understanding of individual responsibility and basic safety rules. 

 

It is not enough to provide the proper equipment, procedures, and training necessary to create a 
safe work environment.  The personal commitment of every employee is necessary to ensure that 
proper rules and practices are followed.  Safety is the responsibility of every employee of the 
Company. 

 

On (list date), you were involved in a safety related occurrence that qualified for consideration of 
an alternative to discipline.  Since your past safety record qualifies you for an alternative.  I am 
glad you made the alternative election.  If I can be of help to you in any way, please let me know. 

 

 

Supervisor       (Date) 

 

In recognition of the principles stated above, I am committing to a personal plan of action in 
accordance with the principle that employees are expected to perform their jobs in accordance 
with prescribed rules and regulations.  I subscribe to the principle that my employment with 
Delmarva Power is directly dependent upon my ability to perform my work in a safe and 
efficient manner. 
 

 

Please Print  Employee Name      (Date)   Employee Signature    (Date) 

Department/District 

 

cc: HR Business Partner 
 Shop Steward 
 Union Business Manager 



XVIII - Journey Line Mechanic Trouble Rotation 

The Company proposes modifying the Journey Line Mechanic Job Description to require all 
future Journey Line Mechanics to do a 3 - month rotation into the Trouble Department for 
training purposes only. The rotation will be completed within the 18 months of being promoted 
to Journey Line Mechanic 

Proposed Language 

Must be able to: 

14. Complete a  3 month rotation into the Trouble Department within  18 months of being 
promoted to Journey Line Mechanic.  

 



  

XIX - Field Engineering Technicians 

 

The Company proposes splitting the job duties in the Field Engineering Technician position as provided in the 
attached job descriptions entitled: 

1. Field Technician  
 

2. Internal Designer  

Employees in the current Technician role will retain the current wage structure, job description, and 
progression.  They may be assigned to perform either outside, inside, or both roles based on Company needs.  
The Company and Union agree to meet and discuss the implementation of the new job descriptions / roles for 
new hires.  

The provisions of section 4.9 if the CBA will apply to employees hired into the Field Technician or Internal 
Designer position.  However, due to the training requirements the qualifying period for these roles will be 
extended from 6 months to 12 months.   

 

 The Company agrees to hire 2 Field Technicians in North East and 2 Field Technicians in Christiana 
within one year of contract ratification 

 Added to duties, Quality Control Inspections of Contract Work 
 Wages included in proposal 

 

  



  

Field Technician Job Description 

Job Duties: 

1. Under direction, is responsible in a line capacity to the Supervisor and in a functional capacity, when 
assigned, to other engineering personnel. 

2. Has direct contact and/or contractual negotiations with customers. 
3. Has no supervisory function, however, may direct the work of personnel equal to or lower classification 

as requested by Supervisor. 
4. Assists in the training of other personnel as required. 
5. Work assignments are generally in the field but could also involve time in the office. 
6. Conduct Quality Inspections of Contract work at the request of Supervision 

Must be able to: 

Performs engineering field related activities required to meet internal/external customer requests for engineering 
services 

1. Interpret and understand internal/external engineering construction plans including specifications and 
materials.  Such as plot plans, line and grade plans, cross section detail, job construction details, etc. 

2. Develop construction plans for all job types of work as assigned for both internal and external customers. 
3. Develop material requirements and estimated construction hours to perform work. 
4. Ability to safely open pad mounted equipment as part of the field survey to assist in designing cost 

effective, high quality solutions. 
5. Knowledge and understanding of what documents/forms are needed to acquire rights of way, permission or 

coordination with other utilities, agencies or customers that may be needed to successfully complete a job. 
6. Conduct site field meetings with customers to ensure understanding of work to be performed by both 

customer and company. 
7. Have a comprehensive working knowledge of company agreements with other utilities and municipalities. 
8. Have a comprehensive working knowledge of company engineering policy and procedures, mapping 

standards, standards manuals, budgeting and accounting systems, tariffs, etc. 
9. Understanding of the NESC, Company Safety Rules, or any other Safety Regulations (Local, State, or 

National) that are applicable. 
10. Assists in the job closing and posting process as necessary. 
11. Review the construction work package for design, material and cost accuracy. 
12. Install recording secondary volt meters as part of voltage investigations as required. 
13. Performing other related duties of equal or lesser skill. 
14. Performing emergency restoration (second roles) as required based on qualifications and training. 

Qualifications: 

1. 10 years of actual field work experience in some phase of electric distribution, construction or 
maintenance work. 

2. Experience reading and interpreting construction plans and/or engineering drawings 
3. Experience following technical instructions or procedures (for example, operating procedures, 

standards, code requirements, specifications). 
4. Ability and willingness to work overtime, holidays and weekends as required. 
5. Ability and willingness to wear and use safety equipment as required by Federal, State, Local and 

company regulations. 
6. Ability and willingness to adhere to safety regulations and regulations. 



7. Ability and willingness to perform physical tasks for extended periods of time. 
8. Ability and willingness to work in a variety of work environments, in all weather conditions, 

around energized equipment, in heavy traffic and in noisy and dirty environments with proper 
Personal Protective Equipment (PPE). 

9. Ability and willingness to travel to various Company locations and work sites. 
10. Must possess a valid driver’s license. 
11. Must successfully pass qualification tests. 
12. Employee must be able to pass test prior to Company awarding job. 

Must pass progression tests when developed.  Failure to pass progression tests at any point will require 
remaining at the existing step of salary progression, with the employee eligible for retesting within the next six 
(6) months. 

Failure to pass any test a second time will result in the employee being reassigned to any entry level bargaining 
unit position. 

  



  

Internal Designer Job Description 

Job Duties: 

1. Under direction, is responsible in a line capacity to the Supervisor and in a functional capacity, when 
assigned, to other engineering personnel. 

2. Has direct contact and/or contractual negotiations with customers. 
3. Has no supervisory function, however, may direct the work of personnel equal to or lower classification 

as requested by Supervisor. 
4. Assists in the training of other personnel as required. 
5. Work assignments are generally in the office but could also involve time in the field. 
6. Conduct Quality Inspections of Contract work at the request of Supervision 

Must Be Able To: 

Perform engineering computer design related activities required to meet internal/external customer requests for 
engineering services 

1. Develop construction job packages for all job types of work as assigned for both internal and external 
customers. 

a. Responsible for the input of graphical designs in the applicable company Graphical Work Design 
System. 

b. Responsible for input of design information into the applicable company work management 
system. 

c. Develop material requisitions and determine construction hours to perform work. 
2. Conduct meetings with customers to ensure understanding of work to be performed by both customer 

and company. 
3. Assists in the job closing and posting process as necessary. 

 
4. Interpret and understand internal/external engineering construction plans including specifications and 

materials.  Such as plot plans, line and grade plans, cross section detail, job construction details, etc. 
5. Knowledge and understanding of what documents/forms are needed to acquire rights of way, 

permission or coordination with other utilities, agencies or customers that may be needed to 
successfully complete a job. 

6. Have a comprehensive working knowledge of company agreements with other utilities and 
municipalities. 

7. Have a comprehensive working knowledge of company engineering policy and procedures, mapping 
standards, standards manuals, budgeting and accounting systems, tariffs, etc. 

8. Understanding of the NESC, Company Safety Rules, or any other Safety Regulations (Local, State, or 
National) that are applicable. 

9. Review the construction work package for design, material and cost accuracy. 
10. Performing other related duties of equal or lesser skill. 
11. Performing emergency restoration (second roles) as required based on qualifications and training. 
12. Performs all related activities related to the mapping of our GIS/GWD system.   

Qualifications: 

1. Minimum 2-year Computer Science degree/Minor GIS/GWD/CAD 
2. Proficient in the use of computer aided design such as Graphical Work Design, Geographical 

Information Systems such as ESRI, Small World, CAD, etc 



3. Proficient in the use of Microsoft Office Suite (Outlook, Word, Excel, Power Point, etc) 
4. Must possess good communication skills both oral and written. 
5. Experience reading and interpreting construction plans and/or engineering drawings 
6. Experience following technical instructions or procedures (for example, operating procedures, standards, 

code requirements, specifications). 
7. Ability and willingness to work overtime, holidays and weekends as required. 
8. Ability and willingness to wear and use safety equipment as required by Federal, State, Local and 

company regulations. 
9. Ability and willingness to adhere to safety regulations and regulations. 
10. Ability and willingness to perform physical tasks for extended periods of time. 
11. Ability and willingness to travel to various Company locations and work sites. 
12. Most possess a valid driver’s license. 
13. Must successfully pass qualification tests. 
14. Employee must be able to pass test prior to Company awarding job. 

Must pass progression tests when developed.  Failure to pass progression tests at any point will require 
remaining at the existing step of salary progression, with the employee eligible for retesting within the next six 
(6) months. 

Failure to pass any test a second time will result in the employee being reassigned to any entry level bargaining 
unit position. 

 



  
 

March 6, 2020 

XX – Progressions 

The following classifications in the CBA will be changed to reflect automatic progression that 
progresses to the 1st class or journeyman rate of their respective progressions: 

 

Billing and Credit positions 

Billing Assistant will automatically progress to Billing Associate after 12 months in grade, 
and Billing Associate will automatically progress to Billing Specialist after 18 months in 
grade. Credit Assistant will automatically progress to Credit Associate after 12 months in 
grade, and Credit Associate will automatically progress to Credit Specialist after 18 months 
in grade.  

 



   

XXI - Shift Differential 

 

Revise Article 3. Section 10 to read as follows: 
 

 3.10 Shift or Scheduled employees working as scheduled on shifts in which the majority 
of hours fall between 4:00 P.M. of one day and 8:00 A.M. of the next succeeding day shall be paid 
a shift differential of Two Dollars ($2.00) per hour effective the nearest payroll beginning date to 
March 1, 2020, and Two Dollars and Twenty Five cents ($2.25) per hour effective the nearest 
payroll beginning date to March 1, 2022. 
 

 A Sunday shift differential of Four Dollars ($4.00) per hour effective the nearest payroll 
beginning date to March 1, 2020, and Four Dollars and Fifty cents ($4.50) per hour effective the 
nearest payroll beginning date to March 1, 2022.  The Sunday shift differential shall also apply to 
all regularly scheduled shifts worked on a holiday recognized in accordance with Section 3.12. 
 

 Shift differential shall be included in the base rate for overtime pay purposes when the 
employee concerned qualified for shift differential pay as described herein. 
 

 When an employee is held over or scheduled on overtime to work a full eight (8) hours 
Sunday or night shift, the shift differential is applicable. When an employee is held over or 
scheduled for less than eight (8) hours on a Sunday or night shift, the shift differential is not 
applicable unless differential is already being paid for the employee's regular hours of work. 
 

 When an employee receives a Sunday or shift differential, the differential is included in the 
base on which overtime is applied. 
 

 

 



  

XXII - Payroll 

Pay Practices: 

The Company proposes to void all side agreements that address payroll, pay stubs, paychecks, pay 
days and pay cards. The company proposes that: 

a.  Effective upon ratification 

 The Company may request, or to the extent allowable by law, may require employees to 
participate in direct deposit. Traditional pay stubs will no longer be distributed or mailed. They 
will be available online. To the extent paper checks are optional or required by law, they will be 
mailed to the employee’s home via US Mail. 

b .  Effective January 1, 2021          

Employees will transition from a weekly to a biweekly Lag Friday pay period.  Pay days shall 
be the Friday after the end of each biweekly pay period.  The first pay day under  this 
provision will be no sooner than January 22, 2021. The Company reserves the right to select 
another day of the week provided they give adequate notice to the Union and the employees. 

c. Un ion  dues - Effective with b. above Union dues shall be deducted and transmitted on 
each pay day on a biweekly basis. 

 

Proposed language to the CBA as follows: 

2.4 As a convenience to employees and the Union, the Company agrees to deduct usual and 
customary Union dues and voluntary Union Political Education Committee contributions  on every 
biweekly period and assessments on the second (2) pay of each month from the pay of each present 
or new member who files with the Company an individual written request. A member desiring to 
discontinue his/her individual check-off may do so by notifying the Company and Union in 
writing. Collected dues and assessments shall be paid to the Financial Secretary of Local 1238. 

3.1 The following definitions shall apply as referred to herein: 

THE PAYROLL WEEK shall begin at 12:01 A.M. Monday and end at 12:00 midnight of the 
following Sunday. 

PAY DAY – Employees shall be paid bi-weekly.    

Upon ratification -  

The Company may request, or to the extent allowable by law, may require employees to participate 
in direct deposit. Traditional pay stubs will no longer be distributed or mailed. They will be 
available online. To the extent paper checks are optional or required by law, they will be mailed 
to the employee’s home via US Mail. 



 

XXIII - Meals 

 

Amend 5.17 & 5.18 to read as follows: 

5.17. Employees who work overtime (as defined in this Agreement) shall be entitled to a 
periodic meal allowance payment (at the end of each workweek) based on the following formula.  
For every 7.0 hours of overtime worked in a workweek, employees shall be paid $17.00.  For 
example, assume an employee works 21 hours of overtime during the first workweek after 
ratification.  That employee would receive 3 units of meal allowance pay at $17.00 per unit, which 
equals $51.00 (3 units x $17.00 = $51.00).  Left over portions of a unit shall be carried over to the 
next workweek.  For example, if an employee works 23 hours of overtime in a workweek, the last 
2 hours of overtime shall be carried forward into the next workweek. 
 

The periodic meal allowance payment shall be increased during the Contract as follows: 
 

Effective March 1, 2022: $18.00 
 

5.18. Effective 12-30-13, when employees are working more than 11 consecutive hours in a day, 
they may be allowed time off to eat a meal on Company time.  Further, they may be entitled to 
time off to eat every 5 hours thereafter.  In addition, the following shall apply: 
 

(a) Supervisors may release employees for meals at any convenient period 
around normal mealtimes. 

 
(b) Normally, work groups and crews must opt as a unit to eat a meal without 

loss of time. However, if the Company determines that the needs of service 
will permit, members of work groups and crews may individually eat a meal 
without loss of time. 

 
(c) When an employee is allowed time off for a meal because work is expected 

to continue after the meal, no deduction from his/her time will be made if it 
does not exceed one-half hour and 1 hour for dinner meal between 1600 and 
2200.  Time taken in excess of the allotted time will be deducted from 
his/her time. 

 



  
 

XXIV – T&S Housekeeping Tentative Agreement 

The Union agrees with the Company proposal to remove the following on Page 72 of the CBA: 

 

ETC – INTERNAL ISSUES 

 Lone tester working independently will be at least Grade A 
 When the two independent testers are working at the same location, the lead tester will 

be at least Grade A 
 

The Union agrees with the Company Proposal to add the Agreements dated 11/14/2012 and 
3/29/2017 into the CBA. 

However, the 11/14/12 Agreement describes how page 72 should read in addition to the above 
mentioned ETC Issue, the following should be removed: 

 

2/C ELECTRICIAN WORK (SUBSTATION C&M) 

Electrician 2/C may assist others work alone or direct the work of others assisting him of equal 
of lower classification on less skilled work with which he is familiar and qualified in the following 
assignments: 

 Painting – can do any and all painting in safe areas. 
 Prints – deliver, sort, tile, prints, instruction books and relevant documentation. 
 Cleaning & Housekeeping – cleaning and housekeeping at substations, plant, vehicles, 

equipment, after maintenance, after construction in safe areas. 
 Snow Removal – any snow removal in substation, roadways, in plant; no directing of 

contractors or use of snow plow. 
 Yard Work – any yard work such as washouts, fence repairs, stoning, digging, structures, 

foundations, conduit to equipment, cable trough, bushing crates, cable pulling, general 
control house maintenance, cabinet maintenance, repairs, etc. 

 Forklift Operation – use forklift as appropriate at NDGO. 
 Pickup and Deliver Material – pickup, deliver, transfer any material to and from location, 

(excludes specific work schedule assignment of oil truck and boom truck).  Assignment of 
boom truck and oil truck will be when part of crew with at least one (1) Electrician 1/C. 

 

And replaced with: 

Substations C&M Duties and Training 

“Electrician 2/C may assist, work alone or direct the work of those residing in equal or lower 
classifications on less skilled work which he/she is qualified to perform. 

2/C can perform work on which they are trained and qualified to perform inside the substation by 
themselves at the 2/C rate.  This includes testing and energy isolation <600 volt.  Battery work 



  
 

(such as connecting/disconnecting battery eliminators and working on battery terminations) is not 
included in this agreement. 

2/C will be upgraded to 1/C (SCD) if switching, permitting, tagging, and/or grounding is required 
under their clearance. 

Employee must pass qualification test prior to company awarding job and also must pass 
subsequent step progression tests.  Failure to pass any of the step progression tests will require 
remaining at the current step with the employee eligible for retesting within the next six (6) months.  
Failure to pass the test a second time will result in an employee being reassigned as follows: 

1. An employee promoted or transferred into this classification shall be reassigned under 
Article 4, Section 9 (when applicable), or reassigned to an entry level bargaining unit 
position. 

2. An employee hired into this classification (not promoted or transferred), and still in the 
probationary period will be terminated. 

3. An employee hired into this classification (not promoted or transferred) who has 
progressed beyond the probationary period shall be placed in an existing entry level 
bargaining unit position vacancy at any location for which the company deems the 
employee is qualified, providing a vacancy exists; unless during a thirty (30) day period 
that employee is awarded another position through the bidding process.  If after thirty (30) 
days, the employee has not been placed in another position and has not been awarded 
another position through the bidding process, the employee will be terminated.” 



XXV – FR Clothing & Shoe Allowances 

Delmarva Power Flame Retardant Clothing Allotment Policy 

Division Operations - IBEW Local 1238 Represented Employees  

1. The purpose of this policy is to ensure that employees who are exposed to energy sources 
as defined in the Corporate Flame Retardant Clothing Policy and Division Operations 
Procedures utilize approved flame-retardant apparel.  The policy will provide procedures 
for the initial purchase of approved clothing, reasonable replacement and sizing and repair 
services. 

 

2. This policy applies only to employees in High User Classifications identified in Appendix 
1.  Employees with incidental exposure (other users) will be provided with approved 
clothing for use when applicable work is being done.  Sections 3, 4, 11 and 12 do not apply 
to any departments which have a separately negotiated uniform policy. 

 

3. Both the Company and Union recognize that this policy is established to help protect 
employees, and as a means of assuring compliance with the applicable governmental 
regulations.  Should those regulations eliminate the use of flame retardant clothing, the 
Company may discontinue this policy after discussion with the Union. The Company has 
established a list of approved clothing.  Employees will be required to purchase the 
approved garments from the designated vendor. 

 

4. After completing the 6-month probationary period, new participants in the program will be 
provided with an initial start-up allotment of $750 plus the current annual allotment.  
During an employee’s probationary period, the Company will provide sufficient clothing 
so that employee is in compliance with departmental safety procedures. 

 

5. An annual allotment shall be provided at $410 and shall increase as follows: 
a. January 1, 2020 from $410 to $500 
b. January 1, 2021 from $500 to $525 
c. January 1, 2022 from $525 to $550 
d. January 1, 2023 from $550 to $575 
e. January 1, 2024 from $575 to $600 

 

6. The Company and Union will establish a SAC FR Clothing Working Group that will be 
responsible for coordinating FR clothing issues in Division Operations.  The Working 



Group will discuss such issues as the availability and selection of the approved garments, 
fitting and repair issues and other such issues related to the use of the clothing on the job. 

 

7. All employee account balances from previous vendors will be carried over to the new 
vendor.  Employees will be permitted to carryover up to 2 times the annual allotment into 
the next calendar year. 

 

8. Employees will be responsible for routine cleaning of the clothing, however, if clothing is 
damaged beyond repair while employee is at work, clothing will be replaced at no 
additional cost to the employee. 

 

9. Should the employee wish to purchase additional approved clothing beyond the allotment, 
the employee may purchase such clothing at their own expense from the designated vendor. 

 

10. In order to facilitate auditing of employee usage of the approved clothing, each clothing 
item will be identified by a tag or label identifying them as an approved flame-retardant 
item.  In addition, shirts, jackets, coveralls and other such outer clothing will have a 
Delmarva Power logo to facilitate auditing.  The cost of the logo shall be paid for by the 
Company and it shall not reduce the allotments. 

 

11. The designated vendor will provide fitting, replacement and repair services to the employee 
at no cost to them.  The Company will work with the vendor to provide such services in a 
reasonable manner that disrupts the employee and work as little as possible. 

 

12. The Company and Unions recognize and support the need for the employees to work in the 
appropriate approved clothing, when performing work requiring such.  Employees shall  
work with the appropriate clothing.  The Company commits to assure the appropriate 
communication of these expectations. 

 

13. This policy in no way changes the requirements of the Corporate Flame Retardant Policy 
and Departmental Operating Procedures which specify when and where clothing is 
required, including the requirement for employees to come to work in appropriate all 
natural fiber clothing that will be worn under the approved FR clothing. 

 



14. The Company and Union agree to work to prevent abuse of this policy.  

 



 

 

XXVI - Vacation 

ARTICLE VII – effective 1/1/21: 
 

Vacations, Leaves of Absence 
 
7.1 The Company will grant to regular employees vacation with pay calculated at forty (40) 

hours per week at the straight time rate of his/her regular classification; or, when an employee has 
been paid the rate of a higher classification for two (2) of the three (3) months immediately 
preceding his/her vacation, he/she shall receive vacation pay at the higher rate. 

 
Beginning on the date of hire, vacation days are accrued pro-rata on a weekly basis during 

active employment. Employees may take their annual vacation allotment before it is accrued.  
Section 7.5 will apply in the year of the employee’s termination. 

 
Employees receiving benefits under the Company’s short-term disability or on a paid leave of 

absence will be eligible to accrue vacation.  Employees who are on long-term disability or an 
unpaid leave of absence are not eligible to accrue vacation.  

 
 Years of 
Service 

Maximum Annual 
Vacation Hour 
Accrual 

1-4 88 (11 days)  
5-9  20 (15 days) 
10-19 160(20 days) 
20-29 200(25 days) 
30+ 240 (30 days) 

 
One (1) day is equivalent to eight (8) hours. 
 
An employee’s Maximum Annual Vacation Hour Accrual for a calendar is determined 
based on completed years of service to be attained during that calendar year based on 
the anniversary of the employee’s service date. 
 
New Hires are eligible to accrue a pro-rated amount of the vacation accrual schedules 
above based on their date of hire. 
 

 Any employee who has not lost more than three (3) days due to illness during the previous 
calendar year and is eligible for more than three (3) weeks vacation, may work a maximum of two 
(2) weeks at straight time plus vacation pay (once each year) in lieu of such two (2) weeks vacation 
if the needs of the service require it. 
 

 Employees who currently participate in the Vacation Bank Program shall have the option 
to cash out all banked vacation by the end of 2013, or they may bank vacation for 2013, and use 
their weeks toward retirement as described in the policy.  No employees may bank vacation after 
2013. 



 

 
 

  7.2 Should a holiday(s) be observed while an employee is on vacation, he/she shall be 
entitled to an additional day(s) with pay. The employee can schedule this day(s) in accordance 
with the provisions of 7.4. 
 
 7.3 Three (3) weeks of vacation may be scheduled as fifteen (15) single vacation days. 
 

 Six (6) one-half day vacations may be scheduled from three (3) of the fifteen (15) single 
vacation days 
 

 Employees will be required to request one-half day or single day vacations with proper 
advance notification to be determined by departmental supervision. Exceptions to this notification 
requirement may be considered in cases of emergency. The Company is not required to pay 
overtime to accommodate the scheduling of vacations, including vacations of one day or less. 

 
 7.4 The Company will schedule vacations as nearly as possible as employees desire, giving 

preference to seniority; but, it is agreed that because of the needs of the service, the Company may 
schedule vacations as it may find it necessary to do so. 
 

 Employees may carry over a maximum of two (2) weeks’ vacation into the following year. 
The carry over provision applies to full weeks and/or single days of vacation; however, employees 
carrying over full weeks of vacation cannot convert those weeks into single vacation days the next 
year. 
 

 Vacation schedules will be posted not later than May 1. No employee shall change the 
vacation period assigned to him without prior approval of his/her department head. Vacations may 
be scheduled throughout the year but must be completed by December 31, unless carried over with 
proper advance notification to be determined by departmental supervision. 
 

 7.5 Employees who resign or are terminated will be paid for accrued but unused vacation 
hours.  If the vacation used exceeds accrued benefits at the time of termination, the excess benefits 
used will be recovered from final pay or other disbursements. 

 
Employees who retire (i.e., have attained at least age 55 and completed 10 years of service) 

on or before December 31, 2025 will be paid for the value of their full annual vacation allotment 
(and remaining carryover hours) less any used vacation hours. 

 
 7.6 An employee who is selected to serve as full-time representative of the Local Union 

shall, after reasonable notice to the Company, be granted a leave of absence without pay during 
the time of office, and shall continue to accumulate seniority during the leave of absence. Upon 
termination of his/her Union duties, he/she shall be reinstated in his/her former position, if 
physically qualified at the then prevailing rate of pay for such position, or if it has been eliminated 
to a position as nearly comparable as possible, together with all his/her seniority rights. 
 

 7.7 An employee who may be selected as delegate, or alternate, to attend the Union 
Conventions, shall, upon notice to his/her supervisor, be relieved from his/her Company duties 



 

 
without pay for sufficient time to attend such conventions. 
 

 Shift or scheduled employees on the Union Negotiating Committee will be assigned as 
non-shift employees during negotiations. Union to cooperate to avoid interference with operations 
in a department. 

 
7.8 Time off on an employee's basic workday within the basic five (5) day workweek 

without loss of pay shall be granted to a regular employee in the event of a death, as follows: 
 

Where the deceased was the father, mother, foster parent, or step-parent, mother-in-law, 
father-in-law, brother, sister, husband, wife, domestic partner, grandparent, grandchild, step 
child, son-in-law, daughter-in-law, or child of the employee, the employee shall be given time 
off up to a maximum of four (4) regularly scheduled work days. This time off also applies where 
the deceased was another relative and also a member of the household wherein the employee 
resides.  The Company will make every effort to provide time off (i.e., vacation, time off without 
pay) for employees who need additional time beyond the time granted above, or time off to attend 
a service for someone not covered by the above. 

 
 In the event that an employee is on scheduled vacation when a death occurs for which 

funeral leave is applicable, the provisions of this Section shall apply and the employee shall be 
permitted to reschedule vacation in accordance with provisions of Section 7.4. 

 
 7.9 If it is necessary for an employee to serve on jury duty, or if subpoenaed as a 

witness during scheduled hours, such employee shall furnish the Company with a copy of the 
subpoena, or notice to serve, on their next workday following its receipt so that schedules can be 
arranged. 
 

 Employees will be expected to report to work promptly during assigned working hours 
when excused from jury or witness duty prior to noon, and on days when not required, to report 
for such duty. When so excused or advised not to report, he/she will notify his/her department 
immediately and will report for work when and where as instructed. Whenever possible, 
employees who would otherwise be working in the 4:00 P.M. to 8:00 A.M. period shall be 
considered as scheduled on the day shift in an unassigned status on days required to report for jury 
or witness duty; however, if excused for more than a day, he/she may be rescheduled to his/her 
regular shift during this period without the forty-eight (48) hour notice. 
 

 7.10 A regular employee shall be granted a leave of absence without pay after reasonable 
notice and conditions of work at the time are such that his/her services can be spared. Leaves of 
absence shall be one (1) week for each full year of service; however, no employee who has once 
received such a leave shall be given credit again for any years previously allowed for under this 
paragraph. If an employee overstays such leave, or if he/she accepts employment elsewhere during 
such leave without the consent of the Company, his/her employment with the Company shall be 
deemed to have terminated. The Company shall notify the Union Steward of any large leave of 
absence granted. 
 

 Time off with permission without pay for less than five (5) scheduled days will be 



 

 
considered as such but when time off with permission without pay for one scheduled week or more 
is granted, it will be considered a leave of absence without pay. No pay for holidays in this period 
will be made. 
 

 7.11 Regular employees who are members of a volunteer fire department and who are late 
for work as a result of fire fighting or completing emergency runs on emergency volunteer fire 
company vehicles in conjunction with duties as a member of a volunteer fire company during off 
hours will be paid for straight time hours lost.  Permissible time off excludes washing roads, 
pumping out cellars and elective (service) runs on emergency vehicles. The Company shall 
determine whether a run is an emergency. 
 

 7.12 It is the obligation of every employee to report to work as scheduled. When an 
employee cannot show up, or is going to be tardy the department must be advised as soon as 
possible; otherwise, the employee will not be paid for the absence time. 
 

 7.13 Employees are reminded that they are not to attend to personal business during 
working hours unless permission has been obtained in advance. This includes unauthorized visits 
to the employee's home. Violators will be subject to disciplinary action. 



XXVII - Technology 

 

The Company proposes adding the statement below to the CBA, creating a section 1.4 and 
modifying 1.3 as follows: 

Section 1.4  

The Company will discuss with the appropriate Local 1238 representative, at least sixty (60) days 
prior to implementation, any planned departmental, or organization or technological change 
affecting employees in the bargaining unit, changes in an existing job classification, or the 
establishment of a new classification.   

Should this discussion result in disagreement, the issue in dispute may be subject to the grievance 
procedure as provided in Article IX.  The filing of any grievance shall not delay the implementation 
of the planned change. Any final determination, which affects wage rates, shall be retroactive to 
the date of implementation. 

Proposed Modification:  

1.3 Job Descriptions of the job classifications listed in Exhibit "A", Article VI, are based upon the 
manner in which such jobs have heretofore been regularly and customarily performed and shall 
remain in effect until the necessity of any changes in them.  It is further agreed that the Company 
will not transfer any work if it will result in loss of regular employment for the employees who 
customarily do this work. 
 



 XXVII - Exelon Drug and Alcohol Policy 

 
The parties agree that as of January 1, 2021, employees shall be covered by the Exelon Drug and 
Alcohol Policy (“Policy”)HR-AC-16.  Supplementing that policy shall be the DPL Drug and 
Alcohol Procedure.   
 
Page sixty-three (63) of the Local 1238 CBA entitled “Disciplinary Action As a Result of DOT 
Drug Testing”, as well as the side letters dated 12-28-94 and 9-23-91 (attached) from Delmarva 
Power and Light to Locals 1238 regarding DOT testing shall no longer apply. 



Exhibit VIII 

DRUG AND ALCOHOL POLICY 

Exhibit VIII to be added to be added to the CBA as follows:  

The Union agrees that Local 1238 employees shall be covered by the Exelon Drug and Alcohol 
Policy as of 1/1/2021.  Accompanying that policy shall be a Drug and Alcohol Procedure.  The 
procedure will not conflict with the policy and will not expand the random testing pool beyond 
DOT Gas Pipeline, and DOT CDL License holders. 

Notwithstanding the above, the Union and Company agree that a first violation of the Exelon Drug 
and Alcohol policy will result in a 5 day (40 hour) unpaid suspension. 

A second violation of the Exelon Drug and Alcohol policy at any point in the employee’s career 
shall result in a termination. However, as detailed in the policy any refusal or adulteration shall 
result in termination for the first violation. 

Employee shall notify the Company within five days of any conviction of a criminal drug statute.  
If the employee is criminally convicted, he/she may be subject to disciplinary action, up to and 
including termination.  Notice will be provided to the employee’s supervisor. 

Each employee who operates a commercial motor vehicle, who has a commercial driver’s license 
issued by a State or Jurisdiction, and who is convicted of violating, in any type of a motor vehicle, 
a State or local law relating to motor vehicle traffic control (other than a parking violation), shall 
notify his/her supervisor of such conviction.  The notification must be made within 30 days after 
the date that the person has been convicted. 

Each employee who has a commercial driver’s license suspended, revoked, or cancelled, by a State 
or jurisdiction, who loses the right to operate a commercial motor vehicle in a State or a jurisdiction 
for any period, or who is disqualified from operating a commercial motor vehicle, for any period, 
shall notify his/her supervisor of such suspension, revocation, cancellation, lost privilege, or 
disqualification.  The notification must be made before the end of the business day following the 
day the employee received notice of suspension, revocation, cancellation, lost privilege or 
disqualification. 

An employee who experiences a triggering event as outlined above may be referred for a 
mandatory EAP evaluation and will be required to complete any prescribed treatment and testing 
plan recommended by EAP/SAP. 

Additionally, the Union and the Company agree that certain employees may be required, as a 
condition of employment, to maintain a driver’s license (CDL or regular).  If such an employee 
loses his/her license, he or she therefore becomes unqualified to fulfill the function of his/her 
position. Nevertheless, the Company will attempt to accommodate an employee in this 
circumstance as described in the Loss of Driving Privileges policy. 
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POLICY STATEMENT 

Exelon is committed to providing a safe workplace to its employees and other individuals on 
Company property, to establishing programs promoting high standards of employee health, 
and to safely serving our customers and the public at large. While the Corporation has no 
intention of intruding into the private lives of its employees to accomplish these ends, the 
Corporation requires employees to report for work in condition to perform their duties safely 
and to remain drug and alcohol free while on duty, driving Company vehicles, flying Corporate 
aircraft, or on Company property. Consistent with the spirit and intent of this commitment, the 
Corporation has established this Policy regarding drug and alcohol use.  Employees who 
violate this Policy are subject to discipline, up to and including immediate termination of 
employment, as determined in management’s discretion.   

POLICY INTENT 

Provide for a workplace and workforce free of the adverse effects of drugs and alcohol.  The 
policy also ensures compliance with federal regulations where applicable. 

APPLICABILITY 

This policy applies to all employees of an Exelon Corporation subsidiary, affiliate or related 
company.  This policy also applies to contractor/vendor employees performing work for Exelon 
Corporation and its subsidiaries. 

Unless otherwise provided in this Policy, this Policy supersedes all other policies, procedures, 
practices, and guidelines relating to the matters set forth herein.  Where this Policy contradicts 
the terms of a collective bargaining agreement, negotiated agreement, other written 
employment agreement, benefit plan, or any applicable law or regulation, the provisions of 
such agreement, plan, law, or regulation shall govern.  In all cases, it is the responsibility of 
the Business Unit and the Corporate Center to fairly and consistently apply this Policy in 
accordance with (i) federal, state, and local law and (ii) business needs.     
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No Alteration of Terms of Employment 

Nothing contained in this Policy is intended to, and this Policy does not, alter the employment 
at-will relationship or create a guarantee of continued employment or any contractual 
obligations, express or implied.  Management retains the right, at all times and in its sole 
discretion, to modify or revoke this Policy at any time, for any reason.    

No exceptions to the policy will be allowed without the approval of the Senior Vice President & 
Chief Human Resources Officer. 

Employee Assistance 

The Corporation has made available to all Exelon employees an Employee Assistance 
Program (EAP) that provides confidential assistance in a variety of personal and job-related 
areas, including issues concerning drug and alcohol use.  Employees are encouraged to use 
the EAP to seek help for drug and alcohol issues.  Except as otherwise provided, an 
employee who voluntarily requests assistance in dealing with a personal drug or alcohol issue 
may participate in the EAP or seek treatment without jeopardizing his or her continued 
employment.  However, participation in the EAP or seeking treatment will not prevent 
disciplinary action, up to and including termination, for a violation of this Policy or a violation of 
any other applicable policy, procedure, or rule.  Employees with known drug or alcohol 
incidents, including those who have sought assistance through EAP or treatment, will be 
subject to unannounced follow-up testing and other requirements to ensure that such 
employees are complying with this Policy and other Corporation policies. 

IMPLEMENTATION 

As used in this Policy, “drug” or “drugs” includes any (1) chemical substance whose 
manufacture, use, possession, purchase, or sale is prohibited by law, and (2) legal drug 
(whether a narcotic, controlled substance, prescribed drug, or over-the-counter medication) 
obtained illegally or taken for purposes of abuse. 

“On duty” includes actual working time and break and meal periods, regardless of whether the 
employee is on Company property (including, but not limited to, facilities, buildings, 
surrounding grounds, parking areas, Company vehicles, and all other areas at which the 
Corporation performs work, whether or not owned or leased by the Corporation (e.g., public 
streets and customer homes)).  This term does not include serving or the consumption of 
alcohol at off-site Corporate sponsored functions when the employee is not working or 
expected to return to work. 

1. The use, possession, concealment, purchase, or consumption of drugs while on duty, on 
Company property, or in Company vehicles will result in immediate termination from 
employment.  Any drugs discovered by the Corporation will be provided to the appropriate 
law enforcement agency and may result in criminal prosecution. 

2. The illegal manufacture, sale, dispensation, or distribution of drugs, regardless of whether 
the conduct takes place on or off the Company’s property or involves a fellow employee or 
non-employee, will result in immediate termination of employment.  Any drugs discovered 
by the Company will be provided to the appropriate law enforcement agency and may 
result in criminal prosecution.   
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3. The use, possession, concealment, dispensation, distribution, or consumption of alcohol 
while on duty, on Company property, or in Company vehicles is grounds for disciplinary 
action, up to and including immediate termination of employment.  

4. The impairment of any employee by drugs or alcohol or the impermissible level of drugs or 
alcohol in the system of any employee (i.e., a positive test result) while on duty, on 
Company property, or in Company vehicles is grounds for disciplinary action, up to and 
including immediate termination from employment.  For exempt employees, the first 
positive drug test will result in termination of employment. 

5. Off-the-job drug use could adversely affect an employee’s job performance and jeopardize 
the safety of other employees, the public, or Company property or equipment and is 
grounds for disciplinary action, up to and including immediate termination of employment. 

6. If an employee is not terminated for a first violation of Paragraphs 3, 4, or 5, the employee 
will be required to obtain and complete treatment through the EAP; pass a return to work 
drug and alcohol test; be suspended, without pay, for a minimum of three days; and 
subject to unannounced follow-up testing and monitoring upon return to work.  The 
employee will also be required to adhere to all ongoing EAP recommendations.  Non-
exempt employees will be suspended for a first violation for at least three days and 
exempt employees will be suspended a full pay week as required by the Fair Labor 
Standards Act (FLSA). Upon the second violation of Paragraphs 3, 4, or 5, in any 
combination, the employee will be immediately terminated from employment regardless of 
the passage of time between the first and second violation. 

7. Persons requiring drug and alcohol testing include, but are not limited to, job candidates to 
whom conditional offers of employment have been extended, employees subject to federal 
or state requirements, employees whose fitness for duty is questioned, employees 
involved in accidents, and employees returned to duty following any violation of this Policy.  
Persons subject to the Nuclear Regulatory Commission or Department of Transportation 
regulations will be tested as required by the appropriate regulations as well as applicable 
Company policies and procedures regarding such testing..   

8. Employees will be immediately terminated for the following conduct:  the refusal to take a 
test or failing to show up for a test without a reasonable and substantiated explanation, as 
determined in management’s discretion; providing a false or tampered sample; or 
otherwise willfully attempting to subvert the testing process. 

9. Employees who are convicted of a criminal drug offense occurring in the workplace must 
notify the appropriate Business Unit Fitness-for-Duty Program Manager/Coordinator in 
writing at the beginning of the employee’s next regularly scheduled work period or within 
five days of the conviction, whichever is less, unless the conviction record has been 
expunged or sealed within this reporting period.  The Fitness-for-Duty Program 
Manager/Coordinator or his/her designee shall notify the appropriate Federal contracting 
or granting agency within ten days after receiving notice that a covered employee has 
been convicted of a criminal drug offense occurring in the workplace.  

10. Employees who are convicted of off duty drug or alcohol-related offenses may be 
considered to be in violation of this Policy. It is the employee’s responsibility to report a 
conviction for off duty drug or alcohol related activity to the appropriate Business Unit 
Fitness-for-Duty Program Manager/Coordinator at the beginning of the employee’s next 
regularly scheduled work period, unless the conviction record has been expunged or 
sealed at the time the next regularly scheduled work period starts.  In deciding what action 
to take, management will take into consideration the relationship between the conviction 
and the convicted employee’s fitness for a particular job including the nature and 
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seriousness of the conduct and conviction, rehabilitation, the employee’s present job 
assignment, the employee’s work history with the Company, and other factors relating to 
the impact of the employee’s conviction upon the conduct of Company business.  

11. Employees who are required to have unescorted nuclear access or otherwise work at one 
of the Corporation’s nuclear facilities, and employees who are subject to Department of 
Transportation requirements may have an obligation to self-report an on duty or off duty 
arrest for drug or alcohol related offenses, even if the employee is not convicted of the 
offense.  Such employees should refer to the local rules applicable for their work location.  
In deciding what action to take, management will consider the criteria outlined above as 
well as its legal obligations under applicable rules and regulations of the Nuclear 
Regulatory Commission, Department of Transportation, and any other federal or state 
agency having oversight responsibilities for the Corporation.   

12. Employees required to drive or operate a Company vehicle as part of their job duties must 
advise Human Resources at the beginning of the employee’s next regularly scheduled 
work period of any suspension, revocation, or restriction of the employee’s driver’s license.   

13. Employees taking prescribed or over the counter medication that may impair alertness, 
judgment or any other ability to perform job duties must report the limitations to their 
supervisor and OHS.  Individual work locations may impose more stringent reporting 
requirements.  Employees should check with their work location to determine the 
appropriate reporting requirements.  Employees who fail to report such limitations may be 
subject to discipline, up to and including immediate termination. 

14. Any contractor/vendor employee found to be in violation of any provision of this policy shall 
be immediately removed from Company property and projects/work.  All such violations 
shall be reported to the appropriate Exelon Supply category manager and may be grounds 
for permanent removal from Company property and projects/work. 

15. All Exelon employees, the employees of all venders, contractors, or consultants, and all 
other individuals are subject to being searched, including their vehicles, whenever on 
Company property. 

EXELON CORPORATE POLICY REFERENCE 

This Policy restates and supplements the various company procedures regarding drugs and 
alcohol. This Policy will be administered in accordance with: 

1. The Federal Drug-Free Workplace Act and applicable state statutes. 

2. Testing and other requirements required under the Nuclear Regulatory Commission’s 
Fitness for Duty rule, 10 CFR 26; the Federal Motor Carrier Safety Administration’s 
Controlled Substances and Alcohol Use and Testing rule, 49 CFR 382; and the Research 
and Special Programs Administration’s Drug and Alcohol Testing rule, 49 CFR 199, and 
Corporate policies and procedures implementing these rules and requirements to the 
extent such policies and procedures do not contradict the terms of this Policy.  

3. The agreement between ComEd and IBEW Local 15 Regarding Drug and Alcohol Testing 
dated October 31, 1990.   

4. The agreement between Constellation Energy Nine Mile Point Nuclear Station, LLC and 
Local Union 97 Memorandum of Agreement, Alcohol/Drug Testing – Fitness for Duty 
Program dated July 1, 2006. 
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5. The agreement between Atlantic City Electric and Local 210, IBEW as set forth in the 
parties’ 2010 General Memorandum of Understanding at Attachment U. 

6. Arbitrator Joseph Stone’s 1987 Arbitration Awards (original and supplemental) modifying 
Pepco’s Drug & Alcohol policy in various respects. 

7. The agreement between Delmarva Power & Light and Local 1238, IBEW as set forth on 
page 63 of the 2013 Labor Agreement. 

8. The letter dated 12-28-94 from Delmarva Power & Light to Locals 1238 and 1307, IBEW, 
regarding Compliance with DOT Regulations and the letter dated 9-23-91 from Delmarva 
Power & Light to Local 1238, IBEW, regarding DOT Testing. 

Additional guidance will be provided by business unit specific policies or programs.  

DOCUMENT LOG 

Revision-Date  Name  Changes/Approvals  

Rev# 4 – 1/27/2017 Emilee Avery, HR, PEO 
William Wolverton, Labor, 
PHI 

Add language to include various union 
agreements. 

Rev# 3 – 02/04/2015  Emilee Avery, HR, PECO 
Mary Krick, VP HR, PECO 
Matt Gutt, Legal Labor and 
Employment, BSC  
Karen Greig, VP HR, 
Generation 
David Vosvick II, VP HR, 
BGE 
Julie Cox, HR, NMP 

Clarification of language, including 
contradiction of minimum days of suspension 
in section 6. 
Added requirement for contractors/vendors to 
abide by policy requirements while working 
on Company property/work. 
Adding language to include agreement with 
Local Union 97. 

Rev# 2 – 01/10/2013 Amy Best Amy Best approved changes effective 
02/01/2013 

Rev# 1 – 03/18/2010 Sunil Garg Sunil Garg approved changes effective 
03/18/2010 

Rev# 0 – 04/01/2004 Richard J. Landy Richard J. Landy approved changes to 
replace HR-AC-1-5 effective 04/01/2004 

 

SIGNATURE BLOCK 

 

 

/s/ Amy Best  1/31/17 

Amy Best 
Senior Vice President, & Chief HR Officer, Exelon 
 

 Date 



          

Human Resources Procedure 

Drug and Alcohol 

 

L1238 

Revision 0 

Effective:  

 

Page 1 of 10 
 

1. PURPOSE 

To provide guidelines for a workplace and workforce free of the adverse effects of drugs and 
alcohol and ensures compliance with federal regulations, where applicable. 

1.1. PRECAUTIONS AND LIMITATIONS 

1.1.1. While the Company has no intention of intruding into the private lives of its employees, the 
Company requires employees to report for work in condition to perform their duties safely and 
to remain drug and alcohol free while on duty, driving Company vehicles, or on Company 
property. Consistent with the spirit and intent of this commitment, the Company has 
established this document regarding drug and alcohol use.  Employees who violate this 
document are subject to discipline, up to and including immediate termination of employment, 
as determined in management’s discretion. 

1.1.2. This document applies to all employees of Local 1238. 

1.1.3. Unless otherwise provided in this Document, this Document supersedes all other policies, 
procedures, practices, and guidelines relating to the matters set forth herein.  Where this 
Document contradicts the terms of a collective bargaining agreement, negotiated agreement, 
other written employment agreement, benefit plan, or any applicable law or regulation, the 
provisions of such agreement, plan, law, or regulation shall govern.   

1.1.4. The use, possession, concealment, purchase, or consumption of drugs while on duty or on 
Company property will result in immediate termination from employment.  Any drugs 
discovered by the Company will be provided to the appropriate law enforcement agency and 
may result in criminal prosecution. 

1.1.5. The illegal manufacture, sale, dispensation, or distribution of drugs, regardless of whether the 
conduct takes place on or off the Company’s property or involves a fellow employee or non-
employee, will result in immediate termination of employment.  Any drugs discovered by the 
Company will be provided to the appropriate law enforcement agency and may result in 
criminal prosecution.   

1.1.6. The use, possession, concealment, dispensation, distribution, or consumption of alcohol while 
on duty or on Company property is grounds for disciplinary action, up to and including 
immediate termination of employment.  

1.1.7. The impairment of any employee by drugs or alcohol or the impermissible level of drugs or 
alcohol in the system of any employee (i.e., a positive test result) while on duty or on Company 
property is grounds for disciplinary action, up to and including immediate termination from 
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employment. For exempt employees, the first positive drug test will result in termination of 
employment. 

1.1.8. Off-the-job drug use could adversely affect an employee’s job performance and jeopardize the 
safety of other employees, the public, or Company property or equipment and is grounds for 
disciplinary action, up to and including immediate termination of employment. 

1.1.9. If an employee is not terminated for a first violation of Paragraphs 1.1.4, 1.1.5, 1.1.6, 1.1.7, 
1.1.8, or 1.1.11, the employee will be required to obtain and complete treatment through the 
EAP; pass a return to work drug and alcohol test; suspended, without pay, for at least five 
days; and subject to unannounced follow-up testing and monitoring upon return to work. Non-
exempt employees will be suspended for a first violation for at least five days. Upon the 
second violation of Paragraphs 1.1.4, 1.1.5, 1.1.6, 1.1.7, 1.1.8, or 1.1.11, in any combination, 
the employee will be immediately terminated from employment regardless of the passage of 
time between the first and second violation. 

1.1.10. Persons requiring drug and alcohol testing include, but are not limited to: job candidates to 
whom conditional offers of employment have been extended, employees subject to federal or 
state requirements, safety-sensitive employees, employees whose fitness for duty is 
questioned, employees involved in accidents, DOT covered employees returned to duty 
following any absence greater than 60 days, and any employee in violation of this Document.  
Persons subject to the Department of Transportation regulations will be tested as required by 
the appropriate regulations. 

1.1.11. Employees will be immediately terminated for the following conduct:  the refusal to take a test 
or failing to show up for a test without a reasonable and substantiated explanation, as 
determined in management’s discretion or providing a false or tampered sample; or otherwise 
willfully attempting to subvert the testing process. 

1.1.12. Employees who are convicted of a criminal drug offense occurring in the workplace must notify 
the Fitness-for-Duty Program Manager/Coordinator in writing at the beginning of the 
employee’s next regularly scheduled work period or within five days of the conviction, 
whichever is less, unless the conviction record has been expunged or sealed within this 
reporting period.  The Fitness-for-Duty Program Manager/Coordinator or his/her designee 
shall notify the appropriate Federal contracting or granting agency within ten days after 
receiving notice that a covered employee has been convicted of a criminal drug offense 
occurring in the workplace.  

1.1.13. Employees who are convicted of off duty drug or alcohol-related offenses may be considered 
to be in violation of this Document. It is the employee’s responsibility to report a conviction for 
off duty drug or alcohol related activity to Human Resources and the Fitness-for-Duty Program 
Manager/Coordinator at the beginning of the employee’s next regularly scheduled work period, 
unless the conviction record has been expunged or sealed at the time the next regularly 
scheduled work period starts.  In deciding what action to take, management will take into 
consideration the relationship between the conviction and the convicted employee’s fitness for 
a particular job including the nature and seriousness of the conduct and conviction, 
rehabilitation, the employee’s present job assignment, the employee’s work history with the 
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Company, and other factors relating to the impact of the employee’s conviction upon the 
conduct of Company business.  

1.1.14. Employees who are subject to Department of Transportation requirements have an obligation 
to self-report an on duty or off duty arrest for drug or alcohol related offenses, even if the 
employee is not convicted of the offense.  In deciding what action to take, management will 
consider the criteria outlined above as well as its legal obligations under applicable rules and 
regulations of the Department of Transportation, and any other federal or state agency having 
oversight responsibilities for the Corporation.  Such employees shall be subject to a mandatory 
EAP referral.     

1.1.15. Employees required to drive or operate a Corporation vehicle as part of their job duties must 
advise Human Resources at the beginning of the employee’s next regularly scheduled work 
period of any suspension, revocation, or restriction of the employee’s driver’s license.  Any 
safety-sensitive employee convicted of an on duty or off duty arrest for drug or alcohol related 
offenses, shall be subject to a mandatory EAP referral.     

1.1.16. Employees taking prescribed or over the counter medication that may impair alertness, 
judgment or any other ability to perform job duties must report the limitations to the 
Occupational Health Nurse.  Employees who fail to report such limitations may be subject to 
discipline, up to and including immediate termination. 

1.1.17. All Exelon employees, the employees of all venders, contractors, or consultants, and all other 
individuals are subject to being searched, including their vehicles, whenever on Corporate 
property. 

1.1.18. This document will be administered in accordance with The Federal Drug-Free Workplace Act 
and applicable state statutes. 

1.1.19. Testing and other requirements required under the Federal Motor Carrier Safety 
Administration’s Controlled Substances and Alcohol Use and Testing rule, 49 CFR 382; and 
the Pipeline and Hazardous Materials Safety Administration’s Drug and Alcohol Testing rule, 
49 CFR 199 and Corporate policies and procedures implementing these rules and 
requirements to the extent such policies and procedures do not contradict the terms of this 
Document.  

1.1.20. Nothing contained in this Document is intended to, and this Document does not, alter the 
employment at-will relationship or create a guarantee of continued employment or any 
contractual obligations, express or implied.  Management retains the right, at all times and in 
its sole discretion, to modify or revoke this Document at any time, for any reason. 

2. TERMS AND DEFINITIONS 

2.1. Aberrant Behavior 

Specific, documented, behavioral or performance indicators, including deteriorating 
performance over a period of time, which deviates from the norms of behavior which have 
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been established by society and/or the company; or, isolated conduct or action, which is a 
severe departure from the prior behavior of the employee. 

2.2. Accident 

An on-the-job event that results in:  

Personal injury requiring medical treatment away from the immediate scene of the 
accident; significant damage to either Company or customer property; exposure to or 
release of hazardous materials in excess of technical specifications or regulatory limits; 
actual or potential substantial degradation’s of safety; or, an accident involving a 
Company vehicle or a personal vehicle used for Company business.  

An incident reportable under 49 CFR 191 involving gas pipeline facilities or LNG facilities, or 
an accident reportable under 49 CFR 195 involving hazardous liquid or carbon dioxide pipeline 
facilities.  

An accident, as defined by 49 CFR 390.5, involving a commercial motor vehicle operating on a 
public road. 

2.3. Alcohol 

The intoxicating agent in beverage alcohol, ethyl alcohol, or other low molecular weight 
alcohols, including methyl or isopropyl alcohol. 

2.4. Alcohol Confirmation Test 

A subsequent test using an EBT, following a screening test with a result of 0.02 or greater, that 
provides quantitative data about the alcohol concentration. 

2.5. Alcohol Use 

The drinking or swallowing of any beverage, liquid mixture, or preparation (including any 
medications) containing alcohol. 

2.6. Company Premises 

Includes company facilities, buildings, surrounding grounds, parking areas, company vehicles, 
Corporate aircraft, and all other areas at which the company performs work, whether or not 
owned or leased by the company (e.g., public streets and customer homes). 

2.7. Confirmatory Drug Test 

A second analytical procedure performed on a different aliquot of the original specimen to 
identify and quantify the presence of a specific drug or drug metabolite.  
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2.8. Confirmed Drug Test 

A confirmation test result received by an MRO from the laboratory.    

2.9. Drugs  

Includes the following: (i) any chemical substance whose manufacture, use, possession, or 
sale is prohibited by law, and (ii) legal drugs (whether a narcotic, controlled substance, 
prescribed drug, or over-the-counter medication) obtained illegally or taken for purposes of 
abuse.  The drugs for which tests are required under DOT agency regulations are marijuana, 
cocaine, amphetamines, phencyclidine (PCP), and opioids. 

2.10. Negligent or Careless Act 

An event caused by human error, poor judgment, inattention to ones’ duties, thoughtlessness 
or carelessness (e.g., failure to follow proper safety guidelines). 

2.11. Observably Impaired 

Conduct or behavior evidencing an inability to perform work safely or efficiently, or 
performance that is otherwise influenced by drugs or alcohol. 

2.12. On-Duty 

Includes break and meal periods in addition to actual working time, regardless of whether the 
individual is on company premises during said times. This does not include the consumption of 
alcohol at off-site functions when the employee is not expected to return to work. 

2.13. Prescribed or Over-the-Counter Medication 

Medication normally taken for medicinal or other legitimate reasons, consistent with directions 
of a physician or, in the case of over-the-counter medication, consistent with the directions on 
the package. 

2.14. Reasonable Cause/Suspicion 

Suspicion based upon specific, contemporaneous, articulable observations concerning the 
appearance, behavior, speech or body odors of the employee.  consideration of factors such 
as, the source of allegations; employee's work record; employee interview; input from medical, 
security, or personnel records; trained canine's affirmative response; or other relevant 
information or sources. 

2.15. Substance Abuse Professional (SAP) 

A person who evaluates employees who have violated a DOT drug and alcohol regulation and 
makes recommendations concerning education, treatment, follow-up testing, and aftercare. 
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2.16. Safety-Sensitive 

The role played by the employee must include a risk of physical harm to the employee or 
others as well as the risk that an employee's impairment while discharging his or her duties 
may result in property damage or loss. 

2.17. Self-Identified  

An employee will be considered to have self-identified if, and only if the self-identification (and 
any accompanying admission of any rules violations) is done on a completely voluntary basis, 
in good faith, and not at the point at which a test is about to be performed or an investigation is 
taking place (whether in response to aberrant behavior, off-duty conduct, or otherwise). 

2.18. Unannounced Testing 

Testing of an individual for the presence of drugs or alcohol without sufficient notice to enable 
the individual to clear his or her system of drugs or alcohol. 

2.19. Unfit for Duty 

An individual is unfit for duty if while on-duty or on company premises he or she is: (1) 
observably impaired by drugs or alcohol; and/or (2) has an impermissible level of drugs or 
alcohol in his or her system. 

3. ROLES AND RESPONSIBILITIES 

3.1. FFD Program Manager/Coordinator 

Responsible for the implementation and oversight of the drug and alcohol testing program. 

4. PROCEDURE 

4.1. Employee Assistance 

4.1.1. The Corporation has made available to all employees an Employee Assistance Program 
(EAP) that provides confidential assistance in a variety of personal and job-related areas, 
including issues concerning drug and alcohol use.  Employees are encouraged to use the EAP 
to seek help for drug and alcohol use issues.  Except as otherwise provided, an employee who 
voluntarily requests assistance in dealing with a personal drug or alcohol issue may participate 
in the EAP or seek treatment without jeopardizing his or her continued employment. However, 
participation in the EAP or seeking treatment will not prevent disciplinary action, up to and 
including termination, for a violation of this Document or a violation of any other applicable 
policy, procedure, or rule.  Employees with known drug or alcohol incidents, including those 
who have sought assistance through EAP or treatment, will be subject to unannounced follow-
up testing and other requirements, as recommended by the EAP, to ensure that such 
employees are complying with this Document and other Corporation policies. 
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4.2. Substance Testing 

4.2.1. Alcohol Testing 

Safety-sensitive employees shall be subject to alcohol testing under this document and/or 
DOT agency regulations, as required.  The company is prohibited from returning an employee 
to performing safety-sensitive duties with an alcohol result of 0.02 or greater.  Note: The 
Operating Administrations of the Department of Transportation have established specific 
sanctions for covered employees who are found to have an alcohol concentration of 0.02 or 
greater but less than 0.04. 

 

4.2.2. Follow-up Testing  

Unannounced testing following a positive test, refusal to test, or EAP treatment.  The number 
and frequency of such follow-up testing shall be determined by either a SAP or EAP 
counselor.  DOT mandated follow-up testing shall consist of at least six tests in the first 12 
months and shall not exceed 60 months.  All Follow-up tests must be collected under direct 
observation.  

4.2.3. Post-Accident Testing 

Upon the occurrence of an accident, Negligent or Careless Act, the FLS shall immediately 
conduct preliminary investigations to determine possible causes.  A Post-Accident drug and 
alcohol test shall be conducted as soon as practical, if the preliminary investigation is 
inconclusive or indicates that the employee’s action or inaction’s may have contributed to the 
event.  Testing shall be conducted under 49 CFR 199, 49 CFR 382, or this, as indicated by the 
accident.  Testing shall be accomplished within 2 hours of making the determination.  Contact 
the FFD Program Manager/Coordinator to set up testing. The employee shall be escorted to 
the collection site.  When testing is conducted under Company document, the employee may 
return to safety-sensitive duties providing the alcohol test is negative and there is no indication 
of recent drug use. 

4.2.4. Pre-Employment Testing 

All applicants applying for a safety-sensitive or DOT covered position, or any employee 
transferring into DOT covered position shall undergo a pre-employment drug and alcohol test 
prior to the start of any safety-sensitive duties.  Any safety-sensitive or DOT covered employee 
shall be required to complete a pre-employment drug and alcohol test following any absence 
from the workplace greater than sixty days.  The employee shall be permitted 24 hours’ notice 
to complete testing.  Failure to appear may constitute a refusal to test and the employee may 
subject to discipline, up to and including immediate termination of employment.  The employee 
may return to work, pending drug test results, provided the alcohol test is negative.  

4.2.5. Random Selection/Testing 
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All Local 1238 employees working in positions governed by Department of Transportation 
Regulations shall be subject to random testing.  Testing shall be conducted in accordance with 
49 CFR 199, 49 CFR 382. Scheduled individuals must immediately stop performing safety-
sensitive duties and proceed directly to the testing site.     

4.2.6. Reasonable Cause/Suspicion Testing 

If at any time, Line Management has reasonable suspicion that an employee is, or may be in 
violation of this document or has exhibited aberrant behavior, the employee shall be required 
to undergo drug and alcohol testing.  Line Management's determination that reasonable 
suspicion exists must be based on specific, contemporaneous, articulable observations 
concerning the appearance, behavior, speech or body odors of the employee.  The required 
observations for reasonable suspicion drug and alcohol testing shall be made by a supervisor 
or company official who has received training on the physical, behavioral, speech, and 
performance indicators associated with drug abuse or alcohol misuse.  The Reasonable 
Cause/Suspicion Observation Checklist shall be used to assist a supervisor in referring a 
person for a reasonable cause test.  Testing shall be accomplished within 2 hours of making 
the determination.  Contact the OHS Hotline and follow the prompts to initiate the reasonable 
suspicion process. The employee shall be escorted to the collection site and may not return to 
safety-sensitive duties until negative drug test results are received from the MRO. 

4.2.7. Return to Duty Testing 

A return to duty drug and alcohol test will be required any for DOT covered employee who has 
engaged in prohibited conduct or violated the Drug and Alcohol document, prior to being 
released to return to work.   All DOT return to duty test shall be collected under direct 
observation.  The employee shall be permitted up to 8 hours’ notice to complete testing.  
Failure to appear may constitute a refusal to test and the employee may subject to discipline, 
up to and including immediate termination of employment. The employee may not return to 
safety-sensitive duties until a negative drug test result is received from the MRO. 

4.2.8. Alcohol Results  

An employee who provides an alcohol confirmation test result of between .02 and .039 will be 
sent home for 24 hours. They will be given an alcohol test upon return and must provide a 
result of .000. Any subsequent alcohol result of between .02 and .039 will result in the 
employee being subject to a mandatory EAP referral coordinated by the FFD 
Manager/Coordinator. The employee will be required to comply with all the EAP’s 
recommendations. An alcohol confirmation test of .04 or greater is considered a positive test 
result.  

4.3. Appeals of Testing Results 

4.3.1. An employee may appeal the results of a drug test by requesting independent confirmation of 
the retained split specimen. 

4.3.2. An employee who has been notified by the MRO that they have a verified positive drug test or 
refusal to test because of adulteration or substitution has 72 hours from the time of notification 
to request independent confirmation of the split specimen. 
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4.3.3. The independent confirmation is NOT subject to a specific cutoff requirement but must only 
provide data sufficient to confirm the presence of the drug(s) or drug metabolite(s), or the 
determination of refusal to test due to adulteration or substitution. 

4.3.4. Individuals desiring to appeal the decision of the Medical Review Officer shall notify the 
Fitness-for-Duty Manager/Coordinator, in writing, within 30 days of being notified of the 
positive test result. 

4.4. Federal Motor Carrier Safety Administration (FMCSA) Controlled Substances and Alcohol 
Testing 

4.4.1. Covered employees and supervisors of covered employees shall refer to 49 CFR 382 for 
specific agency regulations. 

4.5. Pipeline and Hazardous Materials Safety Administration (PHMSA) Anti-Drug Plan and Alcohol 
Misuse Prevention Program 

4.5.1. Covered employees and supervisors of covered employees shall refer to 49 CFR 199, for 
specific agency regulations. 

5. DOCUMENTATION 

5.1. Documentation generated during performance of this document shall be filed in accordance 
with Exelon Corporate Procedure LE-AC-401 – Records and Information Management 
Retention and Disposition. 

6. REFERENCES 

6.1. LE-AC-401 – Records and Information Management Retention Disposition 

6.2. HR-AC-16 - Exelon Corporation Drug and Alcohol Policy  

6.3. HR-AC-301 - Exelon Corporation Post-Accident Testing Procedure 

6.4. Pipeline and Hazardous Materials Safety Administration, Drug Testing and Alcohol Misuse 
Prevention Program, 49 CFR 199 

6.5. Federal Motor Carrier Safety Administration Controlled Substance and Alcohol Testing, 49 
CFR 382 

 

7. ATTACHMENTS 

Reasonable Cause/Suspicion Observation checklist  
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8. DOCUMENT LOG 

 

Revision-Date  Name  Changes/Approvals  

   

   

   

 

9. SIGNATURE BLOCK  

   

  Date  

 

 

 
 

  



 
 
 

XXIX - Medical Appointment Hours 

 

Section 1.19 Medical Appointments 
 
Employees are expected to schedule doctor, dentist, x-ray, laboratory tests, and other 
non-emergency treatments, or appointments on their days off or outside of working hours.  
When not possible, employees absent during their regularly scheduled hours for medical 
appointments will be permitted off up to two (2) hours without loss of pay, for this purpose 
upon request made to the department head at the earliest possible time.      
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Tentative Agreement 

Company Proposal #10 

Delmarva Take Home Vehicle Program 

The Company proposes modifying the Take Home Vehicle program as set forth below:  

1. The Company makes the sole determination as to the departments, classifications and 

individuals that participate in the take home vehicle program.  With the exception to 

Electric Troublemen, and Trovers, all participants shall be volunteers. 

 

2. Electric Troublemen, and Trovers will be required to take their company vehicles home1, 

or to a company approved location. Currently there are 2 Troublemen/Trovers who do 

not participate in take home, they will be grandfathered from mandatory take home.   

 

3. When not in use, the employee must park the vehicle at their residence1 or location 

approved by the Company.  When the employee is off for a week or more, the employee 

must leave the vehicle at a location designated by the Company.  If the employee taking 

a vehicle home has parking restrictions at their residence, the Company will determine a 

suitable overnight parking location that meets the intent of the program.   

 

4. The Company is responsible for the cost of operating the vehicle, including insurance, 

maintenance and fuel. 

 

5. The employee must take reasonable care in locating the vehicle when not in use to 

minimize the potential for vandalism or damage. 

 

6. Except when vehicle inspections are required, the employee is required to be logged on 

and in the vehicle at the start of their regular workday and is to be en route to his/her first 

job within 5 minutes thereafter.  When vehicle inspections are required by the Company 

prior to driving the vehicle, an employee must complete the inspections within a 

reasonable time according to parameters issued by the Company, which may vary by 

scope of inspection required.  Further, if an employee reports to his/her regular reporting 

location as the employee's first stop of the day, the employee must do so by the start of 

his/her shift and pay will commence at that time. The employee's pay will cease at the 

completion of the last job of the day before going home except when DOT inspections are 

required at the end of the day. 

 

1 Employees who can park their company vehicles at their home shall be allowed to do so.  Only in cases where the employee is not allowed to 

park the company vehicle at their home due to community restrictions, will they be required to choose a company approved location. 
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7. The Company reserves the right to assign work based on business needs. 

 

8. When the employee with a take home vehicle is called out for overtime, pay will begin 

when the employee logs on and is in the vehicle.  The employee is to be en route to 

his/her first job within 5 minutes thereafter. No travel allowance will be paid.  Payment 

will continue until the employee completes his/her last assignment except when DOT 

inspections are required at the end of the day.  Travel home will be on the employee's 

own time except when DOT inspections are required at the end of the day.   

 

 

9. The employee may make short duration stops for personal business only when going 

from work providing the stops are reasonably close to the employee's normal commute 

home. The employee must get prior approval for any exceptions. An employee is 

prohibited from purchasing, transporting or consuming alcohol while using a Company 

vehicle. 

 

 

10. If an employee who voluntarily participates in this program receives discipline, otherwise 

fails to comply with the requirements of this program, or fails to exercise reasonable 

judgment in the use or care of his/her Take Home Vehicle, the Company reserves the 

right to remove the employee from the program. 

 

11. The Company reserves the right to discontinue this program at any time for employees 

who voluntarily participate, after prior discussion with the Union. 
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