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WAGES AND WORKING CONDITIONS AGREEMENT

BETWEEN

QWEST CORPORATION

QWEST BUSINESS RESOURCES, INC.,

AND

COMMUNICATIONS WORKERS OF AMERICA

AGREEMENT

Effective on this date, August 17, 2003, the Communications Workers of America
(hereafter the "Union™) and the administrative upits and component entities of Qwest
Corporation and Qwest Bysiness Resou Inc., which have employees presently
represented by the Union, (hereafter collectively referred to as the "Company" or
“Qwest"} agree as follows.




PREAMBLE

The Agreements of August 13, 1989, between the Union and the Company, superseded
any and all past practices, policies, or procedures, either oral or written, which existed
between the parnties prior to the date of those Agreements. This Agreement betweer the
Union and the Company continues the effect of that understanding and will govem the
relationship between the panies during its ferm. No medification to this Agreement shall
be effective unless signed by the parties.




Agree

Basic Wage Rate

Calendar Day

Calendar Week

Contracting

Contractors

Discuss

Equivalent Work Week

Incidental ime

DEFINITIONS

When used in the context of non-mandatory subjects of
bargaining, the parties will strive for comsensus on a
particular issue, after making a good faith effort during a
reasonable period of time. If, however, the parties do not
reach agreement on an issue, the Company may move
forward and implement its decision. The Union may
pursue its concemns through the applicable processes.

The rate of pay, exclusive of all differential or premium
payments.

Shall be one which starts during the period of time at or
after midnight and ends prior to midnight of that calendar
day.

Seven (7) consecutive days, Sunday through Saturday.

ntracting shall refer to work ormed Contractors
sub-contractors, vendors, or leased workers.

Contractots shall refer to contractors, sub-contractors,
ven leased work

The Cempany will offer the Union the opportunity to
review pertinent data and openly discuss questions or
concerns. The Company will consider and respond, as
appropriate, to matters raised by the Union.

The result of a formula that is used to determine the
applicable pay eligible Regular and Seasonal Part-Time
employees receive for contractually authorized holidays,
vacations, personal time, sickness absence and separation

payments.

Incidental overtime is defined as the amount of overtime an

employee needs to complete their final work assigmnent of
the day, Examples would inclyde employees clearing the
gueue gnd/or completing the ticket/order being worked on
at the end of their normally scheduled tour. Incidental
gvertime will not exceed gne (1) hour,




Mandatory Qvertime

Needs of the Business

Organization

Primary Reporting Place
(PRP}

Prorated

Review

Schedule

Session

Split Tour

Term of Employment
(TOE)

Time Paid/Not Worked

Mandato vertime is defined wvertime that employees

are required to work as determine the Company.

Any and all requirements deemed necessary to manage the
business as determined by the Company.

Identifiable divisions as defined by the Company that
provide products and services Lo specific customer markets
and/or provide specific services and technical support.

Any site or location designated by the Company and used
to determine the appropriate travel time, expense treamment
and (ransportation allowances when an employee is
temporarily assigned 1o work at a different site or location,

That which has been divided or distributed proportionately.

The Company will provide advance information about an
issue to enable the Union to understand the topic/plan and
to communicate such information to its membership, if
appropriate.

The working hours and days of the week which an
employee has been assigned,

One-half (1/2) or approximately one-half (1/2) a wour prior
to or following a meal period.

A tour with unpaid intermissions of more than one (1) hour
but not greater than five (5) hours. A split tour will not
span more than thirteen (13) hours.

Length of service (employment) as determined by the
Company and as defined ib the Qwest Pension Plan for
employees covered by this Agreement.

When applicable, primarily includes: vacation time,
personal time, Organization personal time, contractually
authorized holidays, short term disability, incidental illness,
and autherized Company/Union meeting time.




Tour
Voluntary Overtime

An employee's scheduled or assigned hours on a particular
calendar day.

Voluntary overtime s defined vertime as assigne:
the Company that the employee agrees to work.




ARTICLE1

RECOGNITION AND RESPONSIBLE RELATIONSHIP

RECOGNITION

Section 1.1 The Company recognizes the Union_as the exclusive represeniative o
ALL Company employees in the job titles listed in Addendum 3 of this Agreement in the
locations listed in Addendum 6 of this Agreement for purposes of collective bargaining in
respect to rates of pay, hours of work and other 1erms and conditions of employment, For

purposes of this recognition, the Union_shall continue 1o represent those employees who
were represented by the Union at the time of entry into this Agreement or who thereafter

hold a presently represented job title within the unit presently represented by the Union.
By the recognition described in_this paragraph, the parties do_not intend to expand

diminish, or aiter the Unign s current scope af repregentatiai,

JOB TITLES AND JOB BRIEFS

ctlon 1.2 No job titles will added to or_deleted from thi reement without
nion ment_except for the addition of job titles as described in_Article 6.
Discussign shall gecur with the Union prior to the depopulation of a job title recognized
pnder Seciion 1.1, In addjuon, all changes 10 the job briefs maintained by the Siuaffing
group shall be discussed with the Union prior to implgmentation. 1f the Union requests a

job analysis as sei forth in Anicle a result of such a change, and it meets the jo
evaluation criteria, the Company shall perform such an analysis.

MOVEMENT OF WORK

Section 1.3 Work (iob duties/functions rformed by re| ted employees will
continue to be modified and change due o the implementation of new technology and/or
the resiruciure of work processes. These changes have the potential to modify, eliminate
andfor combine the work presently performed by represented employees with the work
resently performed by non-represented Qwest employees, Owest maiptaing the right t
asgign work, but agrees that when restructure and/gr technology changes result in the

tential for work present, rii d b resented emplayees to be moved,_t el
non-| 1ed emplovees the Company shall make decisions regarding such movement
of work that do not violate the following principles:
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CWA acknowledges that the implementation of new technology_and/ge
reorganization_of work have the potential to cause work to be eliminated

ar absorbed into the work of represented or non-represented employees
e clerical emplovees proce aper time sheets; now  most

emplovees direclly report time to payroll using a telephone). These tvpes

of work changes do not falt under the scope of this Section.

Worl riormed title{s) recognized vnder Sectipn 1.] that remain
similar or the same will remain as work performed by represenied
emplovees unless:

(a} here is a permissible movement of work under any other principle
in this Section;

{b) there is a buginess need to reallocate work that is currently

allocated between represented employees and non-represented
emplovees {such as we currently have in Small Business wherg
esented and non- ented emplo andle customey sale:

based on size or other differentiating factors) and the reallocation

does not direcily resull in a surpl

() Aft oad faith review of relevant circumstances, it is agreed

between the Company and_Union at the Bargaining Agent level

that the movement of work is appropriate.

Work performed by title(s) recognized under Section 1.1 that remains

essentially the after the implementation of new technolo: c.g
employees would be performing essentially the same work, but with a new

computer system) shall continue to_be performed by represented
employees, and represented employees will_be trained on the new
technology.

When the contemplated movement of work is driven by a reorganization
it ¢ technology _change that will result in work formed b

represented employees being combined with wock performed by non-
represented Qwest empl the up {either represent r_0on-
represented) that performed more than half of the work of the chanped

ition prior to the regrganization shall form the combined functions
subject to any National Labor Relations Act (NLRA) limitations.

1"




{5) Insitations where there are paratiel work funcuons; i.e., bath ainin

unit and non-bargaining unit employees are performing the same work or
different subsets of the sgame work (e, represented employees perform
deskio 1 for one Organizatign_but not_another Organization), an
analysis shall be conducted to determine which group can best perform the
work emphasizing a goal of not diminishing the bargaining unit.

[n order to further these ¢ itments, The Executive Work Counecil (EWC) will

created as outlined in Addendum 3. The EWC shall review pny restructure and/or

technological change initiat the Company prior (¢ implementation that could resuli
in_a sipnificam_amouni of work performe: represented empl 3 being_moved 1o
west non-represented empl s, A significant _amount shall defined_as the

movement of five (5} or_more emplovees” work 1o Qwest non-represented employees.

However, CWA reserves the right 1o challenge through the EWC process, includin
arbitration. the significant movement of work to non-represented Qwest emplovegs that
ocecurs over a petiod of time if ir is pot brought 1o the EWC by the Company. Situations

not_comtemplated by the above referenced principles or_that may create a pglential
conflict between two principles will be resolved by the EWC.

ORGANIZING AND NEUTRALITY
Scction 1.4 The Company aprees to remain neutral during any organizing campaign of

emplovees eliwible for ynion re niation_under the NLRA. is_mean: the
Company will nol hold any captive audience meetings, and when responding to jnquiries
will pnly advise employees that it is an individual emplgyee’s choice to support or not
i the Union's otpanizing efforts and/or join or not join the Unign. The C
'ncluding ite SUPETvisors, will not take any aclion or make any siatements that will state

r_im l il the ompan to lhe 5 Iec: b such employees a

wrili will_ comain aceurate information that is not disparaging towards the Compan
or_any of its employees and that it will not attempt 19 organize any employees in the
Human Resources, Labor Relations, or Legal departments,

The Company agrees that_when non-represented employees of the Company who
rform duties similar to cumrently represented employees choose representation WA
as a result of organizing efforts, the Company shall apply this Collective Bargaining
Agreement except as to provisions which the Company can establish would cause it
financial hardshlp iff mplementeg for this newlv represented group of emgloxees Ag to
h fi ! hardshi
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In other instances in which employees of the Company choose representation by CWA as
a result of orpanizing efforts {e.g.. the Union has organized employees who worked for
cqui company or who do not perform work that is similar to that of existin
represented employees), the Company shall apply the grievance/arbitration procedures
and other administrative provisions of this Collective Bargaining Agreement to these
newly represented emplovees unless otherwise agreed. [n addition, the Company will
perform a good faith evaluation of whether these employees can be represented under the
remaining terms and conditions of this Collective Bargaining Agreement in a cost
effective manner. If so. the emplovees witl be represented under the terms and
conditions of this Collective Bargaining Agreement. Otherwise, the Company and Union
will meet and negotiate an appropriate Addendum that could modify work rules, benefits
or other terms and conditions of the Agreement for those emplovees in such a manner
that economic requirements can be met.

RESPONSIBLE UNION-COMPANY RELATIONSHIP

Section 1.5 The Company and the Union recognize that it is in the interest of both
parties and the employees that all dealings between them be characterized by mutual
responsibility and respect. To insure that this relationship continues and improves, the
Company and the Union will apply the terms of the Agreement in accordance with the
bargained for intent and meaning and consistent with the Union's status as exclusive
bargaining representative of all employees in the vnit,

SUCCESSORSHIP

Section 1.6 In the event of a merger or acquisition of Qwest Corporation or Qwest
Business Resources, Inc., whereby a controlling interest in Qwest Corporation or Qwest
Business Resources, Inc. is obtained by another company, or in the event of the sale to, or
the acquisition by, another company of substantially all the assets of Qwest Corporation
ot Qwest Business Resources, Inc., the parties agree that such cotnpany shall become the
successor to Qwest Corporation or Owest Business Resourges, Inc. shall be bound by the
terins and conditions of this Collective Bargaining Agreement between Qwest
Corporation Inc., Qwest Business Resources, Inc. and CWA, and shall assume all other
duties and responsibilities of a successor (as that term is construed under the National
Labor Relations Act). Qwest Corporation and Qwest Business Resources, Inc. agree to
require any such successor to accept the terms of this Collective Bargaining Agreement
by written notice. A copy of such notice shall be provided to CWA at least thirty (30)
days prior to the effective date of any sale, transfer or assignment.

13




ARTICLE 2

HOURS AND DAYS OF WORK

BASIC WORK WEEK

Sectiom 2.1  Weekly schedules and daily tours of duty shall be arranged to fit the needs
of the business and with consideration for the needs of the employees. The basic work
week shall be any assigned forty (40) hours in ane (1) calendar week, Sunday through
Saturday inclusive. Saturday and Sunday assignments shall be done on a rotational basis
among the qualified group unless otherwise agreed to by the local union and Company.
Weekly assipnments will consist of five (5} daily tours of eight (8) consecutive hours;
four (4) dnily tours of ten (10) consecutive hours; or four {4) daily tours of nine (9)
consecutive hours and one (1) daily tour of four (4) consecutive hours; unless otherwise
agreed to under Flexible Work Arrangements.

Split tours are tours with unpaid intermissions of more than one (1) hour but not greater
than five {5) hours. Split tours are limited to the Repair Call Handling Center (RCHC)
unless otherwise agreed to by the local union. Split tours shall be voluntary in other
Organizations. If scheduled, split tours shall start no earlier than 7:00 a.m. and shall end
no later than 12:30 a.m. A tour shall not span more than thirteen (13) hours. Employees
who are assigned split tours shall be paid an allowance of five dollars ($5.00) per day if
at least part of both sessions of the tour are worked. This allowance will not be paid if
the employee requests a split tour.

An employee’s tour on a particular day is his or her scheduled or assigned hours. Except
as otherwise provided in this Agreement, employees shall not be paid for time not
worked.

For scheduling purposes and purposes of wage administration, all tours shall be
considered as fatling within the calendar day on which the tour commences.

FLEXIBLE WORK ARRANGEMENTS

Section 2.2 Flexible work arrangements are those varying work schedules that may be
developed mutually beiween the Company and the local union that will provide
opportunitics to meet the evolving and changing needs of both the Company and the

employees. Listed below are some categories of flexible work armangements:

(a)  Flex-Time: Is a work scheduling method in which starting/stopping times
can vary.

14




{b}  Variable Work Week Schedules: [s a method of scheduling the assigned
work hours within the calendar week.

(c)  Split Tours: Employees may elect to volunteer for these tours in any
Organization.

Section 2.3 Flegxible work arrangements will comply with all federal
and state wage and hour laws,

Section 2.4 Daily overtime will be paid according to Article 4,
Section 4.3. If a full-time employee is working a tour under a flexible schedule, the
employee shall anly receive premium payment for those hours worked in excess of the
employee’s scheduled tour,

Section 2.5 Where compelling business, competitive and/or employee
needs exist and agreement on scheduling is not reached in a timely manner, the Company
and Union Bargaining Agents will meet to develop mutually agreeable solutions,

WORK SCHEDULE POSTING

Section 2.6  The Company may elect not to post weekly work schedules in those work
groups which are normally scheduled for the same tours. If appropriate for a work group,
the Company shall post or make work schedules available to employees at least seven (7)
calendar days before the starting date of the weekly work schedule.

WORK SCHEDULE CHANGES

Section 2.7 The Company will inform an employee of a schedule change, inctuding
the scheduling of overtime, no later than twenty-four (24) hours prior to the start: (a) of
the employee’s tour or normally scheduled tout; or, (b} of the schedule change if that
change is earlier than the normally scheduled tour. If the Company fails 1o give the
employee the appropriate iwenty-four (24) hours notice of a schedule change, the
employee shall be paid one and one-half (1 1/2) times his or her basic wage rate for all
houts actually worked outside of his or her normal tour and a short notice premium of

one dollar ($1.00).

A work schedule shall become fixed seven (7) calendar days before the beginning of the
weekiy schedule. If the Company changes an employee’s schedule (including the

scheduling of gvertime) after the schedule is fixed but with more than twenty-four (24)
oLic; the change, the employee shall 1d_a schedule remium of
five dollars {$5.00).

15



warterly usage reports of short notice premium_and schedule change premium shall be

provided to the Company and Union Bargaining Agents for review,

The following shall be excluded from the above putlined requirements;
{a)  Incidental and voluntary ovenime as defined in Section 4.6
{b} Changes made at the employee’s request
(¢}  Naturpl disasters and national security emergencies, including but not

limited to floods, totnadoes, earthquakes and _other catastrophic
conditiong,

A notificatipn of a schedulg change that includes multiple days shall only constitute one

chanpe and require onl hort notice premium ent; {e.g.. employee advised on

Monday that histher schedule is changed Wednesday through Friday.)

TOUR SELECTION

Section 2.8 Choice of tours shall be based on senjority within a workgroup, needs of
the business permiiting.

(a)  The Company may assign employees hours of work by seniority within a
job title in a work group based on each empleyee's preference as noted on
his or her open-end Tour Preference Card. Employees shall have a choice
of tours for each day of a calendar week.

(b) In work groups ordinarily having consistent tours or weckly assignments,
employees shall choose their tours quarterly or at some other tlime interval
agreed to by the Company and the local union. Rotation can be selected
as a choice of tour option if employees in the work group unanimously
agree 10 a rotation schedule.

TEMPORARY TOUR COVERAGE
Sectlon 2.9 When temporary tour coverage is necessary for training, vacations,
holidays, personal time and illness of one (1) week or more, seniority shall be the

determining factor to the extent permitted by qualifications and current work assignments
in the selection of employees for temporary coverage.

16




BUSINESS DISRUPTION

Section 2.10  When employees repont for duty and business is disrupted because of
equipment failure or other catastrophic conditions, and in the opinion of the Company,
the employees are unable to perform their regular duties, such employees shall be
assigned to perform other work. If no such work is assigned, or if the Company advises
an employee not 1o report (0 work at the start of the employee's tour because work is not
available, the time off shall be paid at the employee's basic rate and considered as actual
time worked, provided the employee remains available to work,

17



ARTICLE 3

DIFFERENTIALS AND ALLOWANCES

NIGHT DIFFERENTIAL

Section 3.1  Employees shall receive a night differential equat to ten percent (10%) of
the employee's basic wage rate for all time actually worked between the hours of
7:00 p.m. and 6:00 a.m. A night differential shall not be paid when an employee works
during the night differential time period as a result of the employee's request to change
his or ber scheduled hours.

The night differential shall be added to the basic wage rate of pay in computing vacation,
personal time, and sickness absence provided that such differential was paid to the
employee for more than filty percent (50%) of the tours worked during the preceding
four (4) weeks. The night differential shall be added to the employee’s basic wage rate in
computing holiday pay for those hours that the employee would have been scheduled if
the day had not been a holiday.

ADMINISTRATIVE/TRAINING DIFFERENTIAL

Section 3.2 The Company may designate an employee to (1) act on behalf of
management and/or {2) conduct formal, planned training. An employee so designated
shall receive a differential of one dollar and fifty cents ($1.50) per hour for each hour the
employee acts on behalf of management and/or conducts formal, planned training.

Section 3.3  An employee's duties while receiving Administrative/Training differential
may include, but are not limited to, supervising employees, working on a project or
conducting formal, planned training. The employee shall not be responsible for
administering discipline or appraisals,

Section 3.4  For purposes of this difTerential, formal, planned training is classroom or
on-the-job training which is evaluated by the Company, but does not include routine
activities on the job such as assisting co-workers ot answering questions. This differential
shall not be paid 10 employees when the job description for the job title they held
specifically includes a training function.

18




Sectlon 3.5 In selecting individuals for the assigned duties, the Company will give
consideration to, but is not limited to, factors such as seniority, qualifications,
developmental needs, ability 10 work with the group, and rotational opportunities within
the group.

ACCESS ALLOWANCE

Section 3.6 Employees who volunteer and are designated by whe Company to carry
access devices; (i.e, pagers, cellular phones, etc.), for purposes of being accessed quickly
outside of their scheduled tour shall be paid twenty dollars ($20.00) for each consecutive
twenty-four (24) hour period the employee is designated to and does camry the access
device. The Company expects employees designated 10 carry these access devices o
respond as soon as possible and to accept any work assignments offered. Access device
selection procedures shall require a local agreement. The criteria that must be considered
include the business need, employee qualifications, employee willingness, and_gther
relevant factors when designating employees to carry access devices. If an agreement
canngt be reached lgcatly, the device will igned to emplovees in the workprou
with the skills 1o perform_the work (a), by seeking volunteers first; and then on a
rotational basis by inverse seniority among the group.

Employees who do not volunteer b are required to carry an access device for a delined
seven (7) day window {(or pontion thereof} shall ajd twenty dollars ($20 for each

twenty-four (24) hour consecutive period they are designated to and do camry the access
device. In the event the non-volunteer employee is required 1o carry an access device for

an additional seven (7) day window (or portion thereof) in the same calendar month, they
will be paid forty dollars {($40.00) for each twenty-four (24) hour cansecutive period they

are designated 1o ang do carry the access device.

The seven {7} day window shall be any seven consecutive day period:; e.p.. Tuesda

through Monday, Thursday through Wednesday, etc., which shall be designated in the
local agreement along with the selection process. If the parties are unable to reach

agreement on the seven (7) day window, it shall default to Friday through Thursday.

When a seven (7} day window spans two (2) calendar mooths, the entire seven (7) day
window shall be deemed 1o fall in the month in which the first day of the access device

assignment occurs.

The Company will make every efforn to aveid assigning access devices to an individual
in excess of one (1) week a month. An employee shall not be restricted on the amount of
times they may volunteer 1o carry access devices.
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BILINGUAL - MULTILINGUAL DIFFERENTIAL

Section 3.7 Employees who are required to utilize linguistic skills, where proficiency
testing is required in order to provide customer service, will receive a differential of five
dollars (55.00) for each half tour or ten dollars ($10.00} for each ful tour the employee
actually works.
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ARTICLE 4

PREMIUM PAYMENTS

GENERAL

Section 4.1 A premium payment is money added to the basic wage rate as outlined in
the following sections. No mote than one (1) premium payment shall be paid for the
same hours worked by an employee.

Section 4.2  The Company shall not pay for meal intermission{s) taken by an employee
during hours worked for which a premium payment is payable, The Company may,
however, under special circumstances in its judgment, authorize a meal intermission to be
treated as actual time worked.

DAILY PREMIUM

Section 4.3  Premium shall be paid to emplayees at the rate of one and one-half (1 1/2)
hours pay for each hour worked in excess of the employee’s scheduled tour for that
particular day, unless otherwise addressed in this Agreement. Regular Part-Time
employees, scheduled for less than forty (40) hours in a week, shall be paid daily
premium in accordance with this Section, provided that the scheduled tour is at least
eight (8) hours. The following time wiil be included when computing the scheduled tour:

(a) All actual wotrk time

(b)  All time paid for by thc Company in connection with Union-Managerent
meetings

{¢) Al time paid for by the Company in problem solving and grievance
meetings
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FORTY HOUR PREMIUM

Section 4.4  Premium shall be paid at the rate of one and one-half (1 1/2) hours pay for
each hour worked after working forty (40) hours in a calendar week.

For purposes of this Section, the following shall be included in computing the forty (40}
hours worked in a calendar week:

{2}

{b)

c)

(d}

(&)

AN actual work time, except time worked for which employee received a
premium payment under Section 4.3

All time paid for but not wotked on contractually auwthorized holidays
and/or Company designated personal days

All time paid for by the Company in connection with Union-Management
meetings

All time paid for by the Company in attending problem solving and
grievance meetings

All paid personal days. Personal time counting toward the fory {40) hour
calculation does not impaci actual pay treatment for a personal day. When
taken, personal davs are always paid at straight time.

FORTY-NINE HOUR PREMIUM

Section 4.5

Premium shall be paid at the rate of two (2) hours pay for each hour

worked after working forty-nine (49) hours in a calendar week.

For purposes of this Section, the following shall be included in computing the forty-nine
{49) hours worked in a calendar week:

(a)
(b}

()

(d)

()

All actual work time

All time paid for but not worked on contractually authorized holidays
and/or Company designated personal days

All time paid for by the Company in connection with Union-Management
meetings

All time paid for by the Company in attending problem solving and
grievance meelings

All paid personal days, Personal time counting toward the forty-nine (49)

hour calculation does not impact actual pay treatment for a personal day.
When taken, per ] s are always paid at straight time.
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Section 4.6 The Company and the local union will discuss the guidelines and
procedures for overtime administration and arg encourapged to reach local apreement
when appropriate,{See Letter of Apreement on page 142.)

(a) When mandatory overtime is required, as determined by the Company,

the limit of mandatory overtime shall be eight (8) hours per week.

(b) Employees working mandatory overtime resulting in a six {6) day work
week shall be guaranteed a minimum of twe (2) five (3) day work weeks
with two (2) consecutive days off in each calendar month.

©) When an employee is scheduled mandatory overtime and the overtime i

cancelled with less than twenty-four (24) hours notice, the erployee will

e_Ri the choice to; work the overtime as scheduled;
waive the scheduted overtime,

None of the limitations andfor guarantees outlined in this Section shall
apply to voluntary overtime or incidental overtime.

Mandatory overtime is defined as overtime that_employees are required to work as

determined by the Company.

Incidental overtime is defined as the amount of overtime an employee nieeds to complete
their final work assignment of the day. Examples would include employees clearing the
gueue and/or completing the ticket/order being worked on at the end of their normalty

scheduled tour. Incidental overtime will not exceed ene {13 hour.

Valuntary overtime is defined as overtime as assigned by th mpany that the emplo
agrees to work,

Exceptions to the above can be made for natural disasters and national security
emergencies; including but not limited to, floods, tornadoes, earthquakes and other
catastrophic conditions. During a peak Joad season the Company and local union may
agree to temporarily remove the mandatory gvertime cap.
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SUNDAY PREMIUM

Section 4.7 All actual work time on Sunday shall be paid at one and one-half (1 1/2)
times the employee’s basic wage rate, plus any applicable differential,

For wage purposes, tours shall be wreated as falling completely on the calendar day on
which the tour commences.

HOLIDAY PREMIUM

Section 4.8  All actual work time on contractually authorized holidays or Company
designated personal days shall be paid at the rate of two and one-half (2 1/2) hours pay
for each hour worked. All time paid for but not worked on contractually authorized
holidays or Company designated personal days shall be paid at the basic wage rate plus
any applicable differential.

For wage purposes, tours shall be treated as falling completely on the calendar day on
which the tour commences.

CHRISTMAS EVE/NEW YEAR'S EVE PREMILM

Section 4.9 An employee who is scheduled to work and does work on Christmas Eve

and/or New Year's Eve shall be paid two (2) times the employee’s basic wage rate for
each hour actually worked between 8:00 p.m. and 3:00 am.
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Section 5.1

ARTICLE S

CALL FOR WORK

When an employee is "called for work” (i.e., accepts a work opportunily

offered by the Company that requires his or her immediate services outside of the
scheduled tour), the following shalt apply, depending on the nature of the call for work:

(a)

(&)

Section 8.2

If departure from the employee's residence or departing location is not
required, the employee shall be paid no less than the equivalent of two (2)
hours pay at the basic wage rate. Time spent resoiving the problem shall
be considered actual work time.

If departure from the employee’s residence or departing location is
required, the employee shall be paid no less than the equivalent of three
{3) hours pay at the basic wage rate. Time spent resolving the problem,
including travel time from the employee's residence or departing location
commencing upon depanure to the work location and upon return 10 his or
her residence or departing location, shall be considered actual work time.
When an employee on a call for work continues to work into his or her
scheduled tour, travel time for the retumn trip home shall not be paid. The
minimum three (3} hour payment does not apply to the following:

(1}  Time worked during a meal period falling within the hours of the
employee's scheduled tour.

(2)  Time worked as a continuation of the employee's scheduled tour
on that day.

(3)  If the employee is called 1o work before the start of the employee's
scheduled tour for the day and continues to work all or pant of his
ot her scheduted tour.

When 2 call for work requires an employee to drive a personal automobile,

the Company shall pay the employee for actual mileage according to the mileage
allowance rate in Article 9, Secticn 9.4(3), except when the call for work continues into
the employee's scheduled tour.
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ARTICLE 6

NEW OR CHANGED JOBS

COMPANY INITIATED

Section 6.1

Whenever the Company determines it is appropriate to create 2 new job

titte and/or a new wage scale or to restructure or redefine an existing job, the Company
Bargaining Agent shall notify the Union Bargaining Agent and the following procedures
shall take place:

()

{b)

(c}

(d)

The Company shall notify the CWA District Representative prior to a job
content review taking place.

The Company Bargaining Agent shall notify the Union Bargaining Agent
in writing of the job title and wage scale and shall furnish a job description
of the duties. The Union will have the right, within thirty (30) calendar
days from the receipt of notice from the Company, to initiate negotiations
concerning the wage scale or litle established by the Company. The
Company may implement the results once the thirty (30) calendar days
have passed.

If negotiations are not initiated within thirty (30) calendar days or il
agreement is reached berween the parties within sixty (60) calendar days
following receipt of notice from the Company concerning the wage scale
and title, the title and wage scale shall become final and binding on both
parties and shall not be subject to grievance, mediation, and/or arbitration.

If negoviations are initiated and the parties are unable to reach agreement
as to the appropriate wage scale within sixty (60) calendar days following
receipt of notice from the Company, the issue of an appropriate wage scale
shall be submitted to a neutral third party. The guidelines for selection of
the neutral third party and the wage scale dispute process are mulually
agreed to by the Company and the Union and will be used for ali neutral
third party cases falling within this Contract unless modified and agreed 1o
by the Company and the Union.




UNION INITIATED

Section 6.2 The Union Bargaining Agent may request a job content review of existing
job title(s) and/or wage scales that have been substantially changed or modified during
the term of this Agreement, according to the following procedures:

(a)  The Union Bargaining Agent shall notify the Company Bargaining Agent
in writing of the joh title and/or wage scale in dispute and shall furnish
supporting docurnentation for the claim.

(b)  If a job content review is deemed appropriate, the Company shall notify
the CWA District Representative prior to this review taking place. The
Company shall respond to (he Union within six (6) months of receipt of
notification from the Union.

{c) If agreement is reached between the parties, the decision shall become
final and binding on both parties and shall not be subject to grievance,
mediation, and/or arbitration.

(d)  If the Union does not agree with the Company's response, the Company
and Union Bargaining Agenis will meet to negotiate the issue. |IF
agreement is not reached within that period of time, the issue will be
submitied to a newtra) third party in accordance with Section 6.1(d)

(e} Wage scale issues are not subject 1o the grievance process, mediation,
and/or arbitration.

PROCEDURES FOR TREATMENT OF INCUMBENTS IN UPGRADED JOBS

Section 6.3  When, as a result of the process described in Section 6.1 or Section 6.2, a
job(s) is upgraded, the incumbent(s) shall remain in the upgraded position and shall be
placed on the step of he new wage scale that is equal to his or her current rate. If there is
no equal rate, the employee will be advanced to the next higher rate.

PROCEDURES FOR TREATMENT OF INCUMBENTS IN DOWNGRADED
JOBS

Secfion 6,4 When, as a result of the process described in Section 6.1 or Section 6.2, a
job(s) is downgraded, the incumbent(s} shall immediately be placed in the appropriate
wage scafe and title and shall receive bi-weekly payments calculated under the terms of
Reassignment Pay Protection Allowance (RPPA) in Article 19 .
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ARTICLE 7

TRAINING AND WORK ASSIGNMENT SELECTIONS

TRAINING SELECTION

Section 7.1 The Company and the local union will discuss_the ctiteria_for teaining
selection at least annually, and are encouraged to reach local agreement that will
nprmally be used when training opportunities will not be offered to the entire work
growp, Faclors tg consider include employee development, employee availability and
qualifications, volunteers by seniority, and day-to-day business operations. To the extent
that the preceding factors and circumstances permit, seniority shall be the primary factor
in offering an employee a training opporunity. Neither the provisions of this Section nor
their application will be subject to the arbitration process.

TRAINING COMPENSATION

Section 7.2 An employee selected for a training assignment will retain his or her
current title and basic weekly wage rate for the duration of the training assignment.

WORK ASSIGNMENT SELECTION

Section 7.3 Work assignments within an employee's job title and RCA will be
assigned by the Company to the employee(s) it determines to be gualified and available
to perform such werk. Employees, within their job title, may be loaned outside their RCA
under the pravisions of Article 9.

‘The Company can assign work outside of an employee’s job title within the RCA 10 the
empleyee it determines to be qualified and available to perform such work for a period
not to exceed one hundred and twenty (120) days. An employee who volunieers may
work for a period not 1o exceed one hundred and eighty (180) days. If such assignment,
one hundred and twenty (120) or one hundred and eighty (180) days, is expected to last
longer, the issue will be discussed with the Union 10 determine if there are other
aliernatives to performing the work. The Company shall milize volunteers by seniority 1o
the greatest extent possible when qualifications and availability are equal.
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Work assignments outside of the employee's job title, outside of the RCA, will be filled
from qualified volunteers by seniority to the greatest extent possible.

These assignments may also be accomplished through the Post and Bid Process, Section
21.8, if no employees are available for such an assignment.

While the Company may work an employee in a lower rated job title, the employee's pay
will reflect their regular wage rate. When an employee is temporarily assigned (o perfonn
the work of a higher wage scale, there shall be no change to his or her regular title or
basic wage rate. An employee shall receive a daily differentiat in accordance with the
following chart if they work any portion of the day at the assigned higher rate. In no case
shall an employee receive more than one {1) differential payment, as outlined in the
following chart, per day.




TEMPORARY UPGRADE {180 CALENDAR DAYS OR LESS)

DAILY DIFFERENTIAL
Temporary Assignment Zone 1¢ Zone M)
CSs $3.00 $8.00
Scale i £5.00 $4.75
Scale 2 $4.75 $4.75
Scale 3 $4.75 $4.75
Scale 4 $4.25 $4.25
Scale M $4.25 $4.25
Scale 5 $4.25 $4.00
Scale 6 $4.00 $4.00
Scale 7 $4.00 $3.75
Scale 8 $3.75 £3.75
Scale 9 $3.75 $3.75
Scale 10 $3.75 8175
cale n $3.00 8215
QWEST BUSINESS RESOURCES, INC. (BRI)
Temporary Assignment Daily Differential Rate

Schedule A $4.75

chedule B* $4.25

Schedule cr $3.50

hedule D* $3.25

Schedute E: $2.75

*BRI Wage Schedules

Section 7.4 A temporary work assignment grealer than one hundred and eighty (180)
days shall be accomplished through the Post and Bid Process as oullined in Section 21.8.



ARTICLE 8

PRIMARY REPORTING PLACE

Section 8.1 The Company shall assign each employee a Primary Reporting Place
(PRP). The PRP shall be any site or location designated by the Company and shall be
used to determine the appropriate travel time, expense treatment and transportation
allowances when an employee is temporarily assigned to work at a location other than
their PRP.
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ARTICLE 9

TRAVEL TIME, TRANSPORTATION, TRAVEL EXPENSE ALLOWANCE,
TEMPORARY LIVING EXFENSE PROVISIONS

Section 9.1  When an employee is assigned to a temporary reporting location that is
ather than his or her Primary Reporting Place (PRP), the emplayee shail be required to
commute to such locations. The following provisions will be paid by the Company, if the
employee is reporting directly to the temporary location and the PRP is:

EMPLOYEE PROVIDES OWN TRANSPORTATION

{a) Less than 15 miles: - travel time is not paid.
- mileage is not paid.

(b) 15 miles to 30 miles: - travel time is not paid.
- mileage is paid from PRP.

(c) 31 miles to 60 miles: - travel time is not paid.
- mileage is paid from PRP.
- $10 allowance is paid.

{d) Greater than 60 miles:  (personal vehicle is used, if Company agrees)

- Trave] time is paid o all employees traveling
from the sixty (60} mile perimeter from the
employee's PRP to the temporary location. In
no case shall the paid travel time exceed the
alternative commercizl transpottation schedule
time plus one (1) hour.

- Mileage is paid to the driver from FRP,
reimbursemnent will not exceed the cost of
altemative commercial transportation,

- Ten dollars ($10} allowance is paid to all
employees traveling, does not apply traveling on
Company paid time,

- If Company and employee agree to use personal
vehicie to travel between locations, mileage will
be paid to the driver for all miles driven,

OR=-

r




{Company vehicle is used)
- travel time is paid from the PRP to temporary
location.

-OR-

(commercial transportation is used)

- ticket is provided and paid by Company.

- travel time is paid up to thirty {30) minutes
check in time, plus travel time on commercial
transportation to final destination is paid.

- rmileage is paid to commercial transportation
terminal from PRP.

- Fifty dollars ($50) intercity transportation
allowance is paid,

NOTE: The same procedures, above, shall be used for the return trip if
appropriate. The mileage relmbursement will be paid to the driver for all miles

driven.

AN OVERNIGHT ASSIGNMENT

Section 9.2 If the employee is assigned to stay overnight, the employee is entitled to
one (1} of the following two (2) options:

Option A;

Option B:

An allowance of sixty five dollars ($65.00) per day.

The Company shall provide lodging at Company
designated hotels or motels, as well as a daily per diem for
all meals and miscellaneous expenses of thirty two dollars
($32.00). The thirty two doilars {$32.00) per diem shall not
be paid if the Company provides three (3) meals. When the
Company provides: one {1} meal, the employee receives
thinty two dollars {$32.00) per diem; two (2) meals, the
employee may voucher a reasonable meal as determined by
the manager.
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(1)

2)

3)

“

(3

(6

A temporary overnight assignment shall be filled on a voluntary basis by seniority
from the qualified group by an employee who can be released from his or her
current work assignment and who is qualified to perform such assignments. If
volunteers are not available, the temporary assignment will be filled on an inverse
seniority basis by an employee with the same tile performing the same work
within the same Organization within the same Reasonable Commnning Area
{RCA) who can be released from his or her current work assignment and who is
qualified to perform such assignment. Generally, there shalk not be two (2)
temporary moves Lo fill the temporary assignment.

Normally, the Company will provide one (1) week's notice for temporary
overnight assignments, including written notice of entitlemnents.

Certain metropolitan areas have been designated as high-cost cities. For those
employees selecting Option B, the per diem rate shall be thirty-four dollars
($34.00) for the metropolitan areas. They are:

Atlantic City, NJ
Boston, MA
Chicago, IL

Los Angeles, CA
Newark, NJ

New York, NY
Philadelphia, PA
San Francisco, CA
Washington, DC

Option A or Option B are not provided when the Company provides lodging and
meals at a training center, eic.

Option A or Option B shall be provided on contractually authorized holidays,
Company designated personal days, and periods of incidental absence, provided
the employee remains at the temporary work location. Option A or Option B shall
also be provided on non-worked days, provided they are not in conjunction with
vacation or personal days and if the employee remains at the temporary work
location, For COEIT's, see Letier of Agreement on page 111,

Option A or Option B are not provided for excused or non-excused absence,
while receiving short-term disability benefits, while on vacation and/or personal
days or Union business that is equal to the daily tour,



&)

®)

9

()

An overnight stay with appropriate living expenses, as provided in this Section,
may be assigned to an employee if, in the apinion of the Company and with
consideration for the employees needs, conditions make daily commuting
impractical.

At the Company's request, and when an employee voluntarily chooses to remain
at the Llemporary assignment tocation and work when he or she would be entitled
to the provisions of Section 9.3, the following treatments shall apply:

) The employee will forfeit the entitlements of Section 9.3;
(2)  The etnployee will be entitled to Option A or Option B.

When an employee is assigned to an overnight location which is less than four
hundred (400} miles from his or her PRP, a Company vehicle may be used for
trips home on the weekend. The use of Company vehicles is based on vehicle
availability and supervisory approval. If a Company vehicle is used for a trip
home, the provisions in this Section, 9.1 and 9.3 would not apply.

Option B shall be the only Option available on the final work day of the
temporary assignment and the only Option for the last work day prior 10 a Trip
Home Entitlement.

TRIP HOME ENTITLEMENT

Sectlon 9.3  An employee who is over two hundred (200) road miles from his or her
PRP and who has exercised either Option A or Option B shall be entitled to:

- a round-trip home to his or her PRP in accordance
with the schedule below,

- ticket is provided and paid by the Company.

- mileage from terminus to the PRP is paid.

- fifty dollars ($50) intercity transportation
allowance is paid.

- same procedure shall be used for the return trip i€
appropriate.



Length of Assignment Trip Home Entitlement

More than three (3) weeks /

but less than six (6) weeks One (1)
More than six (6) weeks /
but tess than nine (9) weeks Two (2)

More than nine (9) weeks /
but f2ss than twelve (12) weeks Three (3)

More than twelve (12) weeks will be treated in the same pattern.

NOTE: There is no cash payment in lieu of trip home if the employee elecis to
remain at temporary work location. A trip home will normally be at the end of each
three (3) week interval, A trip home may he advanced or delayed by the Company
to meet specific work operation peeds of the work assignment. If specifically
authorized by the Company, a trip home may also be advanced or delayed to
compliment an employee’s vacation or accommodate a personal preference when
such rescheduling does not disrupt the work operation. The Company will make
every effort to schedule return trips to maximize the time an employee spends at his
or her home location. An additional paid trip home may be authorized in the event
of an unusual personal situation that would require an employee to return.

TIME AND MILEAGE

Section 9.4  When time and mileage is paid by the Company, they will be measured by
the most direct route normally used for such travel as approved by the Company.

(1)  Paid time spent traveling at the direction of the Company on Company business
shall be considered actual work time and paid at the basic wage rate, excluding
the following:

(a) Meal periods,
{b) Layover time en route outside the employee's scheduled tour when
sleeping accommodations are furnished.

(2}  The normal daily commuie to and from the employee's PRP is not considered
traveling on Company time or expense.
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A3)

4

(5

(6)

The mileage reimbursement rate will be at the current rate of the Internal Revenue
Service (IRS) business use deduction rate. In the event the IRS changes the
standard rileage rate allowable as a business use deduction, the Company will
match the amount of allowable reimbursement as soon as practical.

After reporting 10 the work location, if the Company and an employee agree that
the employee will use a personal vehicle to travel between work locations, the
mileage reimbursement will be paid to the employee for all miles driven.

When the Company reguires an employee to carty other than incidental tools or
equipment {&.g., olher than a normal tool box, tool belt, portable computer, roll of
“P" wire) in the employee's personal automobile to perform his or her job, the
employee will be paid for time as though traveling in a Company vehicle.

DEDICATED TRAVELING CREWS (COE INSTALLATION, ARP
INVENTORY) If the Company and the employee agree that the employee will
use a personal automobile in liew of commercial transportation or Company
vehicle for temporary ovemight assignments, the driver of the personal
automobile will receive an "on the road" allowance of ten dollars ($10.00) for
each day he or she is required to use the personal automobile for work.
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ARTICLE 10

MOTOR VEHICLE USAGE PROGRAM

GENERAL

Section 10.1 The Motor Vehicle Usage Program provides for the assignment of a
Company motor vehicle (o an employee for use in the employee's work and for traveling
hetween his or her work locations and place of residence or other designated place for
motor vehicle storage.

IMPLEMENTATION

Section 10.2 The Company may, after discussion with the local union, implement or
discontinue the Motor Vehicle Usage Program in work groups or portions of work groups
where some or all of the employees normally use a Company provided vehicle in the
performance of their work.

PARTICIPATION

Section 10.3 The Company will idemtify those employees who will be eligible to
participate in the Motor Vehicle Usage Program. The Company may identify an entire
work group or specific employees in a work group to participate. Thaose identified
employees may volunteer to participate in this program. When an employee participating
in the Motor Vehicle Usage Program chooses not to store the Company vehicle at his or
her place of residence or the Company determines that the Company vehicle cannot be
properly stored at an employee's place of residence, the Company shall determine where
the Company vehicle will be stored and will pay for such storage. When participating
employees elect 10 keep the Company vehicle at their residence, the employee shall
provide secure and legal storage for the Company vehicle.

Section 10.4 Qperation and maintenance costs shall be at the Company's expense. The
Contpany shall make arangements for maintenance of the motor vehicle; however, it
shall be the responsibility of the employee to whom the motor vehicle is assigned w
ensure that the motor vehicle is properly maintained.
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ARTICLE 11

VACATION, PERSONAL DAYS AND HOLIDAYS

{SEE ARTICLE 18 FOR PAY TREATMENT OF PART-TIME EMPLOYEES)

VACATION

Section 11.1 Employees shall be entitled to yearly paid vacation at their basic wage
rate based upon length of service (Term of Employment [TQE] as shown by the records
of the Company), according lo the following schedule:

Service Completed Yacation Weeks

Less than 6 months

6 months or more; less than t year
1 year or more; less than 7 years

7 years or more; less than 15 years
15 years or more; less than 25 years
25 years or more

o e B e O

Section 11.2 When an employee completes six (6} months TOE and twelve (12)
months TOE in the same calendar year, the employee shall be granted two (2) weeks paid
vacation.

Section 11,3 Vacation weeks may be scheduled and taken for the year in which the
employee will complete his or her service requitement, An employee may not schedule
any vacation prior to compleling six (6) months TOE.

Section 11.4 Employees covered under the Mandatory Portability Agreement who
are hired in a different calendar year than the year they left employment of an
“Interchange Company” or employees with previous Qwest service may schedule and
take vacation in anticipation of their bridged TOE. However, selection of vacalion is
based on the employee's actual TOE at the time of selection.

Section 11,5 Full-Time employees shall be paid forty (40} hours for each week of
vacation a1 their basic wage rate, plus any applicable differential.

Section 11.6 An employee who returns from a leave of absence of two (2) months

or more without pay shall not be eligible to take full weeks of vacation until four (4)
wecks following the date of return.
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Section 11.7 Any weeks of a regularly scheduled vacarion which the employee is
unable to take a1 the scheduled time because of short term disability benefils may be
tescheduled provided that the vacation is scheduled and taken before the end of the
entittement scheduling period, April 30 of the following year. Vacations not taken before
April 30 of the following year, shall not be rescheduled.

Section 11.8 When an illness or accident occurs during a vacation and continues
into shon term disability, the portion of that scheduled vacation period from the first day
of illness through the last schednled day of that vacation period or the last day of illness,
whichever comes first, may be rescheduled. Vacations not taken before April 30 of the
following year shall not be rescheduled. When an illness or an accident occurs dusing a
vacation and does not resull in shon term disability, the vacation shall not be
rescheduled.

Section 11.9 PAYMENT IN LIEU OF:

Regular Separations:

Employees who resign, retire, are separated under Article 19, or dismissed for any reason
other 1han an act of misconduct, shall be paid in lieu of their unused vacation and
personal days. Such payment may also be made 10 employees who are separating
following an approved leave of absence.

ations in er! jliey:

Employees who are on short term disability, and who do not return to work, will not be
paid in liew of vacation and personal days unless they have actually worked a
commensurale portion of the calendar year in which the vacation and personal day
entitlement is earned as shown in the following schedule:

Employce Employce Worked Time

Entitlement In Calendar Year Pay In Liev Of
1 Vacation Week 1 or More Wecks I Week

2 Vacalion Weeks 2 or More Weeks 2 Weeks

3 Vacaiion Weeks 3 or More Weeks 3 Weeks

4 Yacation Weeks 4 or More Weeks 4 Weeks

5 Vacation Weeks 5 pr Mare Weeks 5 Weeks

4 Personal Days 4 Days 4 Personal Days
8 Personal Davs 8 Days 8 Personal

8 Personal Days 5 Days 5 Personal Days




The commensuorate portion_ worked criteria for payment in lieu of vacation and personal
days applies 1o the calendar vear in_which the employee is separating from the payroll.
Any unosed entitlement time from the prior ¢atendar year will be_paid in lieu of only if
the_employee's separation is _on or before April 30 of the current calendar year.
Dtherwise, it shall be forfeited.

Section 11,10 Vacations may be taken on a calendar week, day-at-a-time, or on a one-
haif (1/2) day-at-a-time basis. One (1) week of vacation may be taken in one (1) hour
increments.

PERSONAL DAYS

Section 11.11 Regular Full-Time, Regular Part-Time and Regular Term employees
who have at least six (6) months TOE on January ) of each year shall be granted eight (8)
paid personal days (64 hours) or their equivalent and one (1) personal day (8 hours) or its
equivalent without pay during a calendar year.

Section 11.12 Employees, as defined in Section 11.11, who do not have six (6)
months of service on January | will be entitled o four (4) days (32 hours) or their
equivalent of paid personal time for that calendar year.

Section 11.13 Employees, as defined in Section 11.11, hired after January 1 will be
entitled to one (1) day (8 hours) for each quarter remaining in that calendar year,
including the quarter in which they were hired.

Section 11,14 Each Organization may designate one (1) or more, but not more than
four {4) personal days to meet market requirements. An individual Organization may
designate a personal day or days in a specific location if mutually agreed to by the
Company and Union Bargaining Agents. The Company shall advise the affected work
groups of the designated personz! day(s) no later than October 31 of the preceding year.

Section 11.15 Employees who are required to and do work on personal days
designated by the Company shall be paid at the rate of two and one half (2 1/2) hours for
each hour actually worked, plus any applicable differential,

Section 11.16 Regular Full-Time and Regular Full-Time Term employees shall be
paid for persenal days at their basic wage rale, plus any applicable differential.

Section 11.17 If an employee agrees to and does work on a scheduled personal day,
the employee shali be paid at his or her basic wage rate, plus any applicable differential,
and shall reschedule such personal day based on ecarliest request and the needs of the
business.
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Scction 11,18 Personal days can be taken for all hours of the scheduled tour or in one
(1) hour increments.

VACATION AND PERSONAL DAY SCHEDULING

Section 11.19  The entitlement schedule shall be sixteen (16) months in length from
January | through April 30 of the following year. All vacation and personal days must be
taken on or before April 30 of the calendar year following the year in which the
entitlerent was earned.

Section 11,20 Vacations shall be selected on a seniority basis, determined by TOE as
shown by the records of the Company, within the work group.

Section 11.21 Employees are expected to schedule all of their entitlerent time
during the entitlemerx selection process, except in the case of priority personal days. The
Company will make adequate time off available during the calendar year so that ail
employees in the workgroup may schedule their entitlement time during the calendar
year. During the entitlement selection process, the Company will maximize, as much as
possible, lime avajlable during the more desirable periods. A reasonable amount of time
will be made available on a daily basis.

During initial entitlement selection process, a minimum of an additional twenty percent
(20%) of the total eniitlement time will be available during the scheduling process for the
calendar year, The local union and the Company will discuss the placement of the
additional twenty percent {20%) allocation, along with the selection process and method
for handling vacated entitlement lime and whether entitlernent time can be scheduted on
Saturday or Sunday.

Discussion, between the Company and local union, will also occur once the initial
scheduling process is completed and prior to adjustment of non-scheduled entitlement
time. The Company will retain adequate time available for employees to take their
entitiement during the calendar year.

Scction 1122 During the entitlement scheduling process, full weeks of vacation shall
have priority over full day-at-a-time entitlements. Entitlement time not scheduled shall
be granted based on the earliest request, subject to the needs of the business.

Section 11.23 Vacation and personal days scheduled to be taken during lanuary

through April of the subsequent year shall take precedence over the following year's
selection pracess.

42




Section 11.24 The entitlement scheduling process shall be completed no later than
December 31. The entitlement schedule shall be posted or accessible at all times to
employees.

Section 11.25  Both the employee and the Company will be responsible for tracking
an employee's paid entitlement time. If paid entitlement time taken by an employee
exceeds the amount of paid entitlernent time for which the employee is eligible,
overpayment for excess time shall be recovered by the Company.

Section 11.26 When an employee moves from one work group to another, excluding
management initiated lateral force rearrangement as outlined in Article 20, Section 20.1,
and Article 19, ihe receiving manager wiil review with the employee his or her pre-
scheduled entitlernent time. The Company will make every effort to accommodate an
employee's pre-scheduled entitlement time. If the time cannot be accommodated as
scheduled, the employee will be notified as soon as possible.

Section 11.27 At the discretion of the Organization, the Company may buy back
scheduled vacation weeks from employees. During the first fifieen (15) calendar days in
any quarter, Orgamizations may announce the amount of vacation which is available for a
buy back opportunity, by location. Employee participation is voluntary. The granting of
the “buy back opportunity™ shall be done by seniority.

The maximum amount of vacation available for buy back is osie week per employee per
year,

PRIORITY PERSONAL DAYS (Short Notice Time Off at Employee's Diseretion)
NOTE: See Letter of Agreement ob Priority Personal Days

Section 11.28  Employees who are entitled to personal days shall be eligible to take
two (2) personal days as priority personal days by notifying and/or requesting prior to the

start of their tour.

Section 11.29 Personal days taken as priority personal days shall be taken during the
calendar year earned.

Section 11.30 Local union and Company representatives shall set the parameters and
esiablish implementation guidelines for priority personal days in each work group. If
agreement on parameters or implementation guidelines cannot be reached, the Company
and Union Bargaining Agents may assist with the resolution.
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HOLIDAYS

Section 11.31 The following days shall be contractually authorized holidays:

New Years Day January |

Memorial Day Last Monday in May
Independence Day July 4

Labor Day First Monday in September
Thanksgiving Day

Christmas Day December 25

Section 11,32 Fuil-Time employees who are not required to work on & contzactually
authorized holiday shall be paid eight (8) hours, one-fifth (1/5) of their basic wage rae,
plus any applicable differential.

Section 11,33  Employees who are not scheduled to work on contractually authorized
holidays falling on Sarurday or Sunday shall be entitled 1o an additional paid petsonal
day (8 hours) in lieu of holiday pay for each such holiday. Unless otherwise agreed to
locally, scheduling of this additional patd personal day shall be by seniority and may
occur prior to the contractually authorized holiday following the schedule being posted
and the employee not being scheduled 1o work.

Section 11.34 Employ;es who are scheduled t0 and do work on a contractually
authorized holiday shall be paid at the rate of two and one-half (2 1/2) hours pay for each
hour worked plus any applicable differential.

Sectlon 11,35  Employees who are scheduled 10 work on the contractually authorized
holiday but fail to report 1o work and are unexcused shall receive no payment for the
boliday.

Section 11.36 At least thirty-five (35) calendar days before a recognized
contractually authorized holiday, the Company shall identify the tours to be worked on
the holiday. In the next fourteen (14) calendar days, the employees who will be
scheduled to work on the holiday will select their tours, based on seniority and the needs
of the business. The Company in all work groups shall post, or make available, each
work group's schedule for a holiday twenty-one (21) calendar days before the holiday is
observed.




ARTICLE 12

SICKNESS PAYMENTS FIRST WEEK OF ABSENCE

Section 12.1 An employee whose Term of Employment (TOE} is one (I) or more
years shalt be paid during the first seven (7) consecutive calendar days of absence due to
sickness as follows:

( = No Payment P = Paid if scheduled to work
SICK DAY 1 2 3 4 5 6 7

TERM OF EMPLOYMENT

Less than | vear ¢ ¢ g 0 0 0 0O
_1 vear, but less than 2 years O 0 P PP P P
_2 vears, but less than 5 years 0O P P PP P P

5 years or more P P P PP B P

Section 12.2 An employee who reports to work and is excused from the job because

of personal illness shall be paid for the remainder of the tour if the employee has one (1}
or more years TOE. If the employee's TOE is less than one (1) year, the employee shall
be paid for the remainder of the session (half tour).

Section 12.3 éayments to Regular Part-Time employees who qualify for sickness
payments under this Section shall be prorated based on the employee’s Equivalent Work
Week.

Section 12.4 Payments to employees under this Article may be suspended or
dizoontinued for just cause.
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Section 13.1 An employee shall be paid at the basic wage rate for a period that the
employee feels is reasonable and warranted, but not to exceed three (3) scheduled
working days, on account of death in his or her immediate family. In addition, if an
employee requests, the employee shall also be excused without pay or use their
entitlement time, for a period not to exceed two (2) days. In total, an employee shall be

ARTICLE 1}

DEATH IN FAMILY

granted up to but not to exceed five (5} schedvled working days off.

If more than five (5} scheduled working days are needed by an employee, entitlement

time or excused unpaid time off may be granted.

NOTE: “Immediate family" shall be understood to mean:

employee's parent(s) or step-parent(s]

an individual for whom the employee has assumed the
rights, duties and responsibilities of a parent
employee's child(ren) or step-child{ren)

emplovee's brother(s) gr step-brother(s)

employee's sister(s) ot step-sister{(s)

spouse

employee's grandparent(s) or great-grandparent{s)
employee's grandchild(ren) or great-grandchild(ren)

others living in the same household with employee
current mother-in-law and current father-in-law
same-sex domestic partners and their parents

46




ARTICLE 14
JURY AND WITNESS DUTY

JURY DUTY

Section 14,1 An employee shall be paid at the basic wage rate for all or any part of
his or her scheduled tour for absence due to jury duty. Such paid time shall be
considered as acteal work time. An employes working evening or night tours will be
rescheduled to day tours at his ar her request during the period they are required 10 be
absent because of jury duty,

Section 14.2 When an employee is excused from jury duty for all or pan of a
scheduled day, the employee will immediately contact his or her manager for a work
assignment.

WITNESS DUTY

Section 14.3 An employee who is subpoenaad as a witness for a legal proceeding
and who is not a party (i.e., either a plaintilf or a defendant) in the matter will be paid for
all or any part of his or her scheduled tour at the basic wage rate; such paid time shall be
considered as actual work time. [f an employee is excused from such witness duty for all
or part of a scheduled day, the employee shall immediately contact his or her manager for
a work assignment. If the subpoenaed employee is a party (ie., either a plaintiff or
defendant), or one who testifies as an expert witness, no payment for lost wages as a
result of attending the legal proceeding shall be made unless approved by the Company.
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ARTICLE 15
UNION COMPANY RELATIONSHIP

AGENCY SHOP

Section 15.1 Excepi as otherwise provided, each employee who is a member of the
Union or who is obligated 1o tender to the Union amounts equal to periodic dues on the
eflective date of this Agreement, or who later becomes a member, and all employees
entering into the bargaining unil on or afier the effective date of this Agreement, shall as
a condition of employment, pay or tender to the Union amounts equal to the periodic
dues applicable 10 members, for the period from such effective date or, in the case of
emplayees entering into the bargaining unit after the effective date, on or after the
thirtieth (301h) day after such entrance, whichever of these dates is later, until the
termination of this Agreement. For the purpose of this Article, "employee” shall mean
any person entering inta the bargaining unit. This provision shall apply in states which
permit it under law.

Section 15.2 The condition of employment specified above shall not apply during
periads of formal separation® from the bargaining unit by any such employee, but shall
reapply to such employee on the thirtieth (30th) day following his or her retum to the
bargaining unit.

*  The term "formal separation” includes wransfers out of the bargaining unit, removal
from the payroll of the Company, and leaves of absence of more than one (1) month
duration.

PAYROLL DEDUCTION OF UNION DUES

Secrion 15,3 The Company agrees that, wpon receipt of an individual written
authorization in form approved by the Company and signed by an employee covered by
this Agreement, it will deduct monthly from such employee's wages the amount of Union
dues specified in such authorization and forward the amount thus deducted to the
Secretary-Treasurer of the Union or his or her authorized agent, All such authorizaticns
shall be submitted on and shall be subject to all conditions contained in the Union Dues
Deduction Authorization Card designated as Section 15.10 in this Agreement,
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Section 15.4 In general, dues deductions will be made in a designated pay-period in
the current month for properly executed dues deduction authorizations received by the
Director-Payroll at least five (3) work days (excluding Sawrday and Sunday) prior 1o the
end of the payroil period from which deductions will be taken. However, the Company
assumes no responsibility, either to the employee or 1o the Union, for any failure 1o make,
or for any errors made in making such deductions, but will make such efforts as it deems
appropriate in correcting any such errors or omissions.

Section 15.5 The furnishing of employee information and dues deduction
information for employees represented by the Union is govemned by such rules of
procedure as are agreed upon from time to time by the Union and the Company.

Section 15.6 1t is agreed that the payroll deduction of Union dues shall be tn lieu of
Union collection of dues and assesstnents an Company premises where work operations
are being performed and while the Union representative and/or the employees involved
are on Company dme,

Section 15.7 Anp employee’s authorization shall be automatically suspended when
an employee is: (1) removed from the payroll of the Company, (2) transferred out of the
bargaining unit or (3} on a leave of absence in excess of thinty (30) calendar days
duration or longer. The authorization shall be reinstated awtornatically when the
employee returns to the bargaining unit.

Section 15.8 Authorizations for dues deductions shall be "open-ended” to provide
for the deduction of dues in an amount which is certified to the Company in writing by
the Secretary-Treasurer of the Union as being the regular monthly membership dues duly
established in accordance with the Constitution of the Communications Workers of
America and the By-laws of the particular local union involved.

Seetion 159 The written certification changing the amount of dues to be deducted
must be delivered by the Union to the Director-Payroll on or before the seventh (7th)
calendar day of the month preceding the month in which the irst deduction at the new
rale is to be made effective.




DUES DEDUCTION AUTHORIZATION CARD

Section 15.10

SQC. SEC. NQ. PRINT YOUR NAME  (LAST, FIRST, MIDDLE)

WORK LOCATION ADDRESS CITY STATE ROOM NO.,

AUTHORIZATION OF DEDUCTION FROM SALARY
EQUIVALENT OF UNION DUES - CWA

1 hereby authorize 10 deduct each month from my salary or wages,
disability payments, or entitlement payments, except sixty (60) percent pay disability
payments, the amount equal to regular monthly Union dues as cerified to the Company
by the Secretary-Treasurer of the Communications Workers of America.  This
authorization is voluntarily made and is neither conditioned on my present or future
membership of the Union, nor is it 10 be considered as a quid pro quo for membership.
Each amount so deducted shall be temitted by the Company to the Secretary-Treasurer of
the Communications Workers of Ametica or their duly authorized apent. f for any
reason the Company fails 10 make a deduction, | authorize the Company to make such
deduction in a subsequent payroll pericd. This authorization shall continue in effect untii
cancetled by written notice signed by me, and individually sent by certified or registered
mail to the Company and to the Union, postmarked during the ten (10) calendar day
period prior to each anniversary daic of the current ar any subsequent Collegiive
Bargaining Agreement, or during the ten (10) calendar day period prior to the termination
date of the current or any subsequent Collective Bargaining Apreement.

Effective 20 Organization
LOCAL NO.

Union membership dues and agency fees are nol deductible as charitable contributions
for Federal income tax purposes. Dues and agency fees, however, may be deductible in
limited circumstances subject to various restrictions imposed by fntemal Revenue Code,

EMPLOYEE SIGNATURE (inink) DATE OFC.TELNO. COMPANY NAME

RETURN TO: Local Union Representative




EXCUSED PAID TIME - UNION-MANAGEMENT MEETINGS

Section 15.11 Authorized representatives of the Union shall be allowed excused
tire, paid at the employee's basic wage rate, to attend Union-Management meetings held
on matters pertaining to the administration of this Agreement, or the relationship between
the Company and the Union. Such payment shall be in compliance with the provisions
outlined in Section 15.12 and shall be considered time worked.

EXCUSED PAID TIME - GRIEVANCE MEETINGS

Scction 1512 Authorized representatives of the Union may be allowed excused time,
paid at the employee's regular basic wage rate {not to exceed the employee's scheduled
tour hours in one {1} calendar day), for purposes of auending scheduled grievance
meetings with Company representatives. The Union agrees, in advance of a grievance
meeting, to advise the Company of the subject of the grievance. The Company and the
Union mutually agree to seek arcangements which shall minimize service disruption or
unnecessary expense for either party.

The Company shall endeavor to accommodate such requests for time off subject to the
conditions stated hereafter:

()  Paid lime for attending grievance meetings shall be considered actual
work time,

{(b)  No payment shall be made to an employee for time spent in a grievance
meeting while the employee is excused from duty without pay or is on a
leave of absence.

(c)  Payment shall be allowed: (1} if the employee has been excused from duty
in advance by his or her manager to attend the meeting; (2) such meeting
is held during said employee's scheduled weorking haurs; and (3} said
employee would have worked had the employee not attended the meeting.

{(d)  When a Union-Management meeting, including a grievance meeting, ends

within a reasonable time prior w the completion of the employee's
scheduled tour, the employee shall return to work.
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EXCUSED NON-PAID TIME

Section 15.13  Unless prevented by needs of the business, the Company will grant
any employee (except full-time representmtives of the Union) designated by the Union the
total aggregate time off, without pay, up to 2 maximum of thirty (30) consecutive
calendar days or o total of nine hundred sixty (960) hours in a calendar year to handle
Union business. This does nol include time spent in joint meetings dealing with
grievances or other meetings held at¢ the Company's request dealing with Uniop-
Company relations.  Except where it is impossible because of time or other
circumstances, the Company shall be given one (1) week’s notice in advance of the date
of such absences and the duration of each such absence shall not exceed thirty (30)
consecutive calendar days.

REQUEST FOR NON-PAID TIME OFF FOR UNION ACTIVITIES

Section 15,14 Request for time off for Union activitics shall be made itn writing té
the appropriate Company representative by a designated representaive of the Union, |n
the event & verbal request for time off under the provisions of Section 15.13 is granted by
supervision, such request shall be confirmed in writing by the Union.

UNION LEAVES OF ABSENCE

Section 15.15 Upon written request by the Vice President of District 7 or a
designated representative of the Union, the Company shall grant leaves of absence
without pay 10 Union officers or designated representatives for periods of not less than
thirty {30) consecutive calendar days or more than one (1) year, Written requests shall
contain reasons for such leaves of absence.

(a} A leave of absence shall be required if a continugus period of absence for
Union activity is 10 exceed thirty (30} consecutive calendar days, or if the
time off for Union activities is in excess of nine hundred sixty ($60) hours
in a calendar year as provided for in Section 15.13.

(t)  The period of leave of absence shall be used for the purpose of enabling
authorized representatives of the Union to carry on Union business.

{c) Whether g leave of absence is granted by the Company shall be subject to
the ngeds of the busingss as determined by the Company.,




Section 15.16 A leave of absence granled under Section 15.15 cannot be terminated
prior to the termination date fixed by such leave except by the giving of at least one (1)
week's notice to the Company, and only if the employee is to perform the employee's
normal duties. Any request for the extension of a leave of absence shall be served upon
the Company at least one {I) week prior to the date such leave of absence would
otherwise terminate.

Scction 15.17 A Union representative, upon return from an excused absence or leave
of absence, shall be reinstated at work generally similar to that in which engaged last
prior to the absence, subject, however, to the provisions of this Agreemem relating o
layoffs. Employees shall be placed on the payroll at the wage rate received when such
absence began, adjusted for any changes in wage level made during the period of
absence. Adjustments shall also be made for any changes in location or position in
accordance with existing practices and wage scales.

Section 15.18  Leaves of absence, together with any extensions or renewals, shall not
exceed in the aggregate a total period of fifteen (15) years for any one individual during
the individual's employment with this Company and shall be subject (o the following
provisions:

{a)  Leaves of absence for a total period not to exceed fifteen (15) years shall
be granted full credit for service, with eligibility for death benefits as
provided under the Company's "Plan”, and to re-employment in the case of
sickness.

(b)Y  During the period of a leave of absence for Union activities:

{1}  The employec may continue the employee's Qwest Health Care
Plan coverage and Supplemental Group Life by paying one
hundred percent (100%) of the premiums for those coverages.

(2) The Company shall continue the employee's Basic Group Life
insurance coverage in effect.

{c)  The pension band of an employee who is on a leave of absence for Union
activities shall be updated to what the pension band would be if the
employee had not taken a leave of absence for Union activities. Pension
band determination is detived by using the employee's assigned uitle.

Section 15.19  Not more than a total of ninety (90) Union officers and designated

representatives shall be on such leaves of absence at any one time from the Bargaining
Unit.
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Section 15,20 A leave of absence granted under Section 15.15 shall automatically
terminate if at any time the employee on leave engages in any gainful occupation other
than as a representative of the Union or il the employee ceases to function as an
authorized representative of the Unjon.

UNION ACTIVITY ON COMPANY PREMISES

Section 15.21 Communications Workers of America (CWA) Union Representatives
or members may solicit membets and carry on similar Union activity outside of working
periods in space where no Company operations or administrative work is performed.
Any such activities shall be carried on in such a manner as not Lo interfere with the rights
of an individual employee. Neither the Union, ils officers, its members or agents will
engage in Union activities including the solicitation of non-members to become members
of the Union, in locations where Company operations or administrative work s being
performed.

Section 15.22 When an employee reports to a new work group, the local union
representative shall be intreduced, if present in the giovp, or, if fiol present, the name of
the employee new 10 the work group shall be given to the local union representative, A
reasonable amount of time shall be granted to the new employee and the local union
representative for the purpose of furnishing the new employee with information aboul the
Union, Time spent during the scheduled work period for each employee will be
considered time worked.

BULLETIN BOARDS3

Section 15,23 Union bulletin boards shall be placed, without charge tor rental space,
in type, number, and location, with due regard 1o visibility and accessibility to the
employees, as muwally agreed to between the appropriate local wnion and Company
representalive,

Section 15,24  Material posted shall contain only factual information and shall not
contain derogatory statements concerning the Company or its employees, of contain
material likely to be considered offensive by customers or clients who may be visiling or
conducting business with the Company. Material, which in the opinion of Management,
is not in conformity with the above shall be calted to the attention of a local union
representative, who will remove the material, pending a final decision as to whether the
material violates this Anicle. Any material posted on the bulletin boards shall bear a
signature and litle of an guthorized Union Representative.




NON-DISCRIMINATION

Section 15.25 In a desire to restate their respective policies, neither the Company nor
the Union shall unlawfully discriminate against any employee,

Section 15.26 It is mutually apgreed that neither party shall interfere with, restrain,
cogrce, or atherwise discriminate against any employee for exercising his or her right te
Join or assist or refrain from joining or assisting any labor organization,

Section 15.27  The Company agrees that membership in the Union or any lawfil
activity on behalf of the Union will not interfere with an employee’s advancement in the
Company or continuity of employment.




ARTICLE 16

GRIEVANCE AND ARBITRATION PROCESS

GENERAL

Section 16.1 The Company and the Union recognize the right of any individus!
employee or group of employees to present grievances to Company representatives.
1t shall be the objective of both the Company and the Union to setile grievances,
formally or informally, at the Jowest step possible. If a seutlement is reached either
informally or at the first siep of the grievance process, il shall be non-precedential
and non-referable.

Section 16.2 Both the Company and the Union have the right to investigate the
facts relating 1o a dispute between the parties and the Company and the Union agree
to assist each other in the conduct of such investigations. On a case hy case basis, the
parties will provide to one another any requested documentation relevant to the
dispute or issue raised in the grievance, subject to established policy, procedures or
legal constraints regarding the prowection of employee privacy.

Section 16.3 Neither the Company or its representatives, nor the Union, its local
representatives or members, will attempt, by meons other than the grievance
procedure, 1o bring about the settlement of any issue which is properly a subject for
disposition through grievance or arbitration procedures,

Section 16.4 Payment 1o authorized local union representatives presenting
grievances shall be as follows:

(a) Employees who are authorized local union represemialives shall be
paid for all time spent attending grievance meetings that occur during
their scheduled hours, as well as for necessary time Spent traveling (o
and from the grievance meeting during normal working hours. This
time shall be considered time worked.

(b)  Except by mutual agreement and unless otherwise provided
specifically in this Aticle, no more than two (2) authorized local
union representatives shal) be paid and no more than three (3} local
union representatives may meet with the Company for the purpose of
grievance meetings,




Grievance and Alterpative Dispute Resolution (Process) - Dual Tracks

GRIEVANCE FORMAT

Section 16.5
must contain:

()
(b)

(c)

DISCIPLINE

Section 16.6

Grievances which are filed must be in typewritten/legible form and

the name of names of the employees aggrieved;

the specific section or sections, if any, of this Agreement which are
claimed to have been violated and a brief description of the
circumstances out of which it arose; and

the local union's settlernent proposal.

Sections 16.7 through 16.10 shall apply onty to those disciplinary

actions defined in Section 17.1 and Section 17.3 of this Agreement.

Step One
Section 16.7

(2)

(b)

()

The local union representative must file a grievance with the
employee's immediate Director, or his or her designated
representative, within thiny (30) calendar days after the event(s)
giving rise to the grievance.

The local union and Company tepresentatives shall meet within thirty
(30) calendar days afier the grievance was filed. The Company shall
present its typewritten/legible proposed disposition within five (5)
calendar days after the grievance meeting. If the Company’s proposed
disposition is not presented within this time frame, the local union may
proceed to the next step of this process.

The local union will furnish the Company with a rypewritten/legible

acceptance, rejection or notice of appeal within seven {7) calendar
days after receipt of the Company's disposition.
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Step Two

Section 16.8

If the grievance is not resolved in Step One the CWA Staff

Representative will present the grievance (0 a Labor Relations representative.

(a)

(b)

(c)

(@)

{e)

()

Section 16.9

A joint Union-Company meeting will be held within thirty (30)
calendar days after notice of appeal.

If the grievance is unable to be resolved during the meeting, the Union
will have seven (7} calendar days to notify the Company of their intent
to appeal the grievance through an advisory bench arbitration process.

Within sixty (80} calendar days afler notice of the appeal of the
grievance, the Company and the Union shall submit the grievance 10 a
muiually agreed upon neutral third party who will conduct an advisory
bench arbitration process,

If the parties resolve the grievance at this step, the settlement shall be
non-precedential and non-refernble.

With respect 10 the advisory bench arbitration process, cach party shall
pay for the expenses of its own wilnesses. The expenses and
compensation of the neutral third party and the general expenses of the
advisory bench arbitration process shall be borne equally by the
Company and the Union,

Discipline grievances that are {iled hecause of written waming will not
be subject to advisory bench arbitration, Written wamings not
resolved at Step Two, may be appealed by the CWA Representative to
the Bargaining Agent.

Grigvances that are filed becauge of discipline related to the
Company’s _policies _on _non-discrimination, sexual _harfagsment,

orkplace violence, and off duty misconduct will_not be subject t

advisory bench arbitmtion. These grievances, if not resolved at Step

Two, may be appealed by the CWA Representative to Acbitration.

If a grievance is not met on at Step One or Two within ninety (90)

days from the event, the union may appeal the grievance to the Bargaining Agents for

further review.




ARBITRATION

Section 16.10

The Company and the Union will have fourteen {14} calendar days

either to implement the decision of the neutral third party or to reach an alternative
settlernent. [f the grievance remains unresolved, the Union has fourteen (14) calendar
days to notify the Company in writing of its intent to arbitrate,

ALL OTHER GRIEVANCES

Step One

Section 16.11
(a)
(b

(<}

(d)

(€)

Regional impacting grievances may be filed at Step Three,

Any grievance regarding the administration of the Post and Bid Process or
other activity regarding placement of occupational employees shall be
presented directly to the staffing personnel responsible for the decision

which resulted in a grievance activity.

The local union representative must file a grievance with the
appropriate manager within thirty {30) calendar days after the event(s)
giving rise 10 the grievance,

The local union and Company representatives shall meet within fifteen
(15) calendar days after the grievance was filed. The Company shall
present ils typewritten/legible proposed disposition within five (5)
calendar days after the grievance meeting. Ifthe Company's proposed
disposition is not presented within this time frame, the local union may
proceed to the next step of this process.

The local union will furnish a typewritten/legible acceptance, rejection

or notice of appeal within seven (7) calendar days following receipt of
the Company’s disposition.
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Step Two

Section 16.12 H the grievance is not resolved at Step One, the local union
representative will present the grievance to the appropriate Labor Relations
representative. The process shall be as lollows:

{a)  The Jocal union and Company representatives shall meet within forty-
five (45) calendar days after receipt of the notice of appeal to Step
Two. The Company shall present its typewrittenflegible praposed
disposition within five (5) calendar days after the grievance meeting,
If the Company's proposed disposition is not presented within this time
frame, the local union may proceed to the next step of this process.

{b}  The local union will furnish the Company with a typewritten/legible
acceptance, rejection or notice of appeal within seven (7) calendar
days afier receipt of the Company's disposition,.

Section 16.13 If a grievance is not niet on at Step One or Tweo within ninety (90)
days from the cvent, the union may appeal the grievance to the Bargaining Agents for
further review.

Step Three

Section 16.14 Discipline cases, as defined in Section 16.6 of this Agreemen, are
not subject 10 Step Three of the grievance process. For any other grievance which ts
not resolved at Step Two, the Union Bargaining Agent(s) will present the grievance
10 the Company Bargaining Agent or his or her designated representative.

(a) The Union and Company representatives will meet within forty-five
(45) calendar days after receipt of the notice of appeal Trom Step Two.
The Company will furnish the Union with a 1ypewritten/lepible
disposition within forty-five (45) calendar days after the prievance
meeting. This requirement may be satisfied by the panies mutually
agrecing to submit the grievance to an alternative dispute resolution
process, provided that the process is completed and the Company
provides the Union with a typewritten/legible disposition within forty-
five (45) calendar days after receipt of the potice of appeal from Step
Two.

(b)  Within thirty (30) calendar days after receipt of the Third Step
disposition, the Union must notify the Company in writing of its intent
to reject, acceps of arbitrate the proposed Third Step disposition.




ARBITRATION

Section 16,15  After the Company has reccived a written notice of intent to
arbitrate under Section 16.10 or Section 16.14(b) of this Agreement, the grievance
shalt be arbitrated subject to the following conditions:

{a) The provisions for arbitration shall apply only 10 controversies
regarding the true intent and meaning of any provisions of this
Agreement or regarding a claim that a commitment made in this
Agreement has not been fulfilled.

{b)  Within fifteen (15) calendar days of receipt of the notice of intent to
arbitrate, the Company and the Union Bargaining Agents shall meet
and attempt to negotiate a settlement. 1§ such efforts are unsuccessful,
the parties shall select an arbitrator by using either a name from a
mutually agreed upon, standing list of arbitrators or from a panel
provided by the Federal Mediation and Conciliation Service.

{c) The arbitration hearing shall be scheduled as soon as possible, subject
to the schedules of the panicipanis, and carried (0 a conclusion as
expeditiously as possible. The arbitrator shall hear and accept
pertinent evidence submitted by both padies and shall render a
decision in writing to both parties within sixty (60) calendar days of
the completion of the hearing.

Scction 16,16  The decision of the arbitrator shall be final and binding on hoth
parties, and the Company and the Union agree to abide by such decision.

Section 16.17  The arbitrator shall have no authority te change, add to or subtract
from the tenns of this Agreement.

Scction 16.18 In disciplinary cases, the arbitrator shall determine whether the
discipline was far just cause, If the arbitrator concludes the discipline was not for just
cause, the cmployee shall be reinstated with back pay. Under no circumstances shali
the Company be liable for back pay for more than ejghteen (18) months after the date
of the disciplinary action giving rise to the grievance.

Section 16,19 Each party shall pay for the expenses of its own witnesses. The
expense of the arbitrator or neutral third party and the general expenses of arbitration
shall be borne equally by the Company and the Union.

Section 16,20 The time periods under this Article may be extended by written,
mutual agreement of the parties.
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Section 16.21

@
b
()
)]

{e)

(D

()
(h)

Section 16.22

The following shall not be arbitrable under this Article:

training selections under Section 7.1 of this Agreement;

administration of the Voluntary Separation Payment Program,
demotions and terminations under Articie 23 of this Agreement;

the terms and administeation of pension and welfare benefi plans
which are subject to the Employee Retirement fncome Security Act of
1974, as amended (including, without limitation, the terms of any
proposed change in such plan, plan administration and matiers of
eligibility);

disciplinary actions involving employees with less than one year Term
of Employment;

Company or Unien initiated job evaluations under Aricle 6 of this
Apreement;

the decisions of the Technical Career Ladder review panel; and

any other subjects mutually agreed to by the Company and Union
Bargaining Agents.

Upon mutual agreement of the Company and Union Bargaining

Agents, any step of the grievance process may be by-passed.

Section 16,23

The Compaeny and Union Bargaining Agents may, from time o

time, mutually agree to modify this Article.
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ARTICLE 17

DISCIPLINE

Section 17.1 At any meeting between a representative of the Company and an
employee in which discipline (including warnings which are going to be recorded in the
personnei file, suspension, demotion or dismissal for just cause) is to be taken, a local
union representative shall be present if the employee so requests.

Section 17.2 if the affected employee did not request local union representation,
and such action was taken, notice shall be given to the appropriate local union
representative.

Section 17.3 In the event an employee is dismissed, suspended, demoted or had a
warning put in their personnel file, a charge that the action taken wag without just cause
shall be handled in accordance with Article 16 of this Agreement.

Section 174 For the purposes of this Agreement, the following definitions apply:

(@) A dismissed employee is one whose service is involuntarily terminated
from the Company for any reason other than transfer to or engagement by
another employer, layoff, resigned, work completed (for Regular Term
employees), retirement or death.

(b} A suspended employee is one who is prospectively prohibited by the
Company from working for a specific period of time for disciplinary
Teasons.

{c) A demoted employee is one who, as a result of discipline for any reason,
is transferred to a different job that has a lower maximum basic rate of
pay. Retreats under the Post and Bid Process or placement as a result of
medical restrictions are not considered demotions in this Agreement.
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ARTICLE 18
EMPLOYEE CLASSIFICATIONS

REGULAR FULL-TIME EMPLOYEES

Section 18.1 A Regular Full-Time empioyee is one who is scheduled to work at
teast forty (40) hours per calendar week for an indefinite period of time,

REGULAR PART-TIME EMPLOYEES

Section 18.2 A Regular Pant-Time employee is one whe, for an indefinite period of
time, will be scheduled o work fewer hours than a Regular Full-Time employee is
usually scheduled to work in a calendar year.

{a) Part-Time: will be scheduled 10 work for al least one thousand one
hundred fifty (1,150) hours per calendar year. A the mutual sgreement of
the employee and the manager, the employee may be scheduled fewer
hours.

(b}  Pan-Time Seasonal; will be scheduled to work. for at least one thousand
one hundred fifty {1,150} hours per calendar year and may not be
scheduled during the slow work season as determined by the manager.

Within an RCA, up to fifteen percent (15%) of the workforce within a job
title may be classified as Part-Time Seasonal employees. Within an RCA
up to fifteen percent (15%) of the workforce within a job ttle may hold
the combined classifications of Part-Time Seasonal and Regular Pan-
Time. The fifteen percent (15%) may be exceeded upon mutual
agreemenl between the Company and the local union up o a maximum of
twenty percent [20%), Exceptions that exceed twent rcent {209
require mutual agreement between the Union and Company Bargaining
Agents.

Regular Part-Time employees (Part-Time Seasenal and Part-Time) will be scheduled
tours of at least four (4) hours.

Section 18.3 For employees who are classified as Regular Pant-Time
(Pan-Time Seasonal and Part-Time) afier January 1, the scheduled hours under this
Section shali be prorated by multiplying 1,150 by a fraction which has a numerator equal
10 the number of weeks remaining in the calendar year and a denominator of 32.




Section 18.4 Regular Part-Time employees (Parn-Time Seasonal and Part-Time)
shail be eligible to participate, on the same basis as Regutar Full-Time employees, in the
Qwest Health Care Plan, Group Life Insurance Program and the Long Term Care Plan.

Section 18.5 Regular Part-Time employees (Pan-Time Seasonal and Part-Time)

shall be eligible 10 participate in the Qwest Savings and Investment Plan (QSIP) and such

panicipation shall be based on his or her actual wages.

Section 18.6 Regutar Part-Time employees (Part-Time Seasonal and Pan-Time)
shalt be eligible Lo participate in the Qwest Pension Plan on a prorated basis, as provided
by the terms of such plan.

Section 18.7 Regular Part-Time employees (Part-Time Scasonal and Part-Time)
shall receive pay for contractually authorized holidays, vacations, personal days,
Company designated personal days, paid absence under Article 12, Qwest Disability
Plans, separation payments under Atticle 19 and cther "time paid for but not worked", on
a prorated basis, based on the employee’s current "equivalent work week”, at their basic
wage rate, plus any applicable differential,

Section 18.8 Regular Part-Time employees (Part-Time Seasonal and Part-Time)
may schedule personal and vacation lime on days they are not scheduled to work. Part-
Time Secasonal employees who schedule vacation during the slow season months as
determined by the Company will be paid based on a forty (40) hour equivalent work
week,

Section 18.9 When a Regular Full-Time employee transfers to a Regular Part-Time
classification (Part-Time Seasonal or Part-Time), he or she will maintain an equivalent
work week of forty (40) for the remainder of the calendar year. When a Regular Pan-
Time employee transfers to a new assignment with a Part-Time or Part-Time Seasonal
classification, he or she will maintain their existing equivalent work week for the
remainder of the calendar year,

When any other employee, i.e. a new hire, Regular Term, or Incidental, is assigned to the
Part-Time (Part-Time Seasonal or Part-Time) classification, he or she will be assigned an
equivalent work week (EWW) of 35. The EWW will remain in effect for the balance of
the calendar vear adjusted in accordance with the timeframes noted in Section 18.10.

65



Section 18,10 The equivalent work week will normally be determined by dividing
the total of actual time worked and time paid for but not worked during the twelve (12)
months preceding December 1 of each year {minus time worked and paid for at the
applicable overtime rate) by 52.2 and rounding the result to the next higher whole
number. On or about December | of each year, each Regular Part-Time employee's
equivalent work week will be reviewed and, if appropriate, adjusted. Such adjusted
equivalent work week will be effective on January | of the following year and will
remain in effect until adjusted under this paragraph,

Exampte: 1,375 hours divided by 52.2 equals 26.3; rounded to the next higher
whole number equals an equivalent work week of 27,

Section 18,11 Any Regular Pant-Time or Seasonal employee with an EWW of forty
{40) hours for the last twa (2) consecutive calendar years, as outlined in Section 18.10,
will have the option of conventing to Regular Full-Time.

INCIDENTAL EMPLOYEES

Section 18,12 An Incidental employee is one who, for an indefinite period of lime, is
employed on an as needed basis for a cumulative total of less than eight hundred fifty
{850) hours in a calendar year. The terms of Articles 11, 12, 13, 14 and 23 shall not
apply to Incidental employees. [ncidental employees shall not participate in the Qwest
Health Care Plan (except as stipulated in 18.13), Group Life Insurance Program, Qwest
Disability Plans, Long Term Care Plan, or any other employée benefit plan which does
not expressly include Incidental employees as a class of employees.

The Company shall have no more than four hundred (400) Incidental employees on the
payrol. Exceptions to this restriction may be agreed upon at the Barpaining Agent level,
The Campany shall provide to the Linion a quarterly report that contpins the number of
Incidentals,

Section 18.13 An Incidental employee may participate in the Qwest Health Care Plan
for medical coverage only (not for vision, dental or spending accounts):

(a) Beginning in the first calendar month after he or she completes one
hundred eighty (180) consecutive days on the Company's payroll; and

{b)  Provided that he or she pays the full cost for coverage elected by the
employee,




Scction 18.14  An Incidental employee shall receive a progression wage increase
whenever his or her cumulative, actual hours worked and paid for equal one thousand
forty (1,040) hours or multiples thercof,

Section 18.15  The Company will not schedule an Incidental employee for a tour
shorter than four (4) hours.

Section 18.16  The Company may assign an Incidental employee to any job title for
which he or she is basically qualified.

REGULAR TERM EMPLOYEES

Section 18.17 A Regular Term employee is one who is employed for a specific
project with the definite undersianding (hat his or her employment will terminate upon
completing the project. A Regular Term employee shall be further classified as either
"Full-Time" or "Part-Time". Regular Term Full-Time employees shall have the benefits
and entitlements of Regular Full-Time employees. Regular Term Part-Time employees
shall have the benefits and entitlements of Regular Part-Time employees.

Section 18.18 A Regular Term employee will ordinarity be hired for a period of up to
three (3) years. With the Union's concurrence, a Regular Term employee may be
employed for more than three (3) years if the Company assigns such employee to work
on a specific customer contract which extends beyond three (3) years,

Scction 18.19  The terms of Anticles 19, 21, and 23 shall not apply to Regular Term
employees. Repular Term employees may not participate in the Training/Retraining
Program.

Section 18.20 Any Regular Term employee whose period of employment is
shortened by the Company from his or her initial period of employment without two (2)
weeks notice shall be paid a lump sum equal 1o the employee's basic wage rate for two
(2) weeks.

GENERAL

Section 18.21 The Company intends to use Pant-Time, Term, and Incidental
cmployee classifications as a strategy to assist in fulfilling the intent of the Letter of
Agreement on Contracting of Work and to manage effectively changing customer and

employee needs, perindic shifts in business demands and evolving needs of the business.

Use of these classi(ications as an alternative to contracting will be discussed with CWaA
representatives as outlined in the Letter of Agreement on Contracting of Work.
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ARTICLE 19
FORCE ADJUSTMENT AND FORCE REDUCTIONS

Farce Adjustment Decisions

Section 19.1 The Company shall determine when it may be necessary to make force
reductions. The three available options include ZIPP Voluntary Separation Payment
Program (ZIPP VSPP), Reduction of Hours, and the declaration of a formal surplus.
Prior to implementation of a formal surplus, the Company should, if applicable, adjust its
force under the provisions of Article 20.

When force adjustment becomes necessary in any Adjustiment Group within an RCA, the
Company shall first discontinue or reduce the nse of any [ncidental or Termn employees
within the Adjustmem Group where the force is to be reduced, 10 the extent that such
termination of services does not impact the Company's ability to meet the demands of
service or force adjustient transition process. ’

ZIPP Voluntury Separation Payment Program (ZIPP VSPF)

Section 19.2 The Company may, at its discretion, offer the option of ZIPP VSPP by
senjority within a title, within an RCA, and Organization, in order to eliminate the need
for other force adjustment processes. Employees who accept ZIPP VSPP will be entitled
1o all regular Voluntary Separation Payment Program (VSPP) separation entitlements.

Reduction of Hours

Scction 19.3 Whenever, in the judgment of the Company, there exists a need for a
temporary reduction in work time, the Company agrees to give the Union fifteen (15)
calendar days notice of its intent to negotimte a Reduction of Hours Program. The
Company will determine the extent of the reductions required and the Adjustment
Group(s) and RCA(s) affected. The Company and Union will work together in order 1o
minimize the impact on the employee greups. Reduction of Hours may include either
voluntary or involuntary reduction of hours bui will require mutual agreement of the
parties.

When a Reduction of Hours Program is administered in locations where a state-approved
program exists that provides partial payment of unemployment insurance benefits (to
eligible, panicipating employees), the Company shall submit an application to the
appropriate state agency 1o establish eligibility for such benefits.




Nothing in this section prohibits the Company from combining Reduction of Hours with
other force adjustment provisions.

Formal Surplus Declaration

Section 19.4 The Company's Bargaining Agent will provide written notice o the
Union's Bargaining Agent, providing a description of the location(s) or area(s), title, and
work group(s) affected. After such notice to the Union, the local Company organization
and the local union representative will together notify the employees within the affected
work group(s). The Company will provide the affected work group with a minimum of
minety (90) calendar days notice. The Company and Union may agree to a modification
of the notification period. Should it become necessary to increase the declaration number
once surplus has been formally declared in an Organization within a title and RCA, a new
declaration must be made for the entire force group with a revised ninety (90) day
resclution date.

Adjustment Group

Section 19.5 The Company shall determine the work groups or titles to be force
adjusted {the “Adjustment Group™). The Adjustment Group will include all Regular
employees within the same Organization having the same title who are within a
Reasonable Commuting Area (“RCA™) as defined in Addendum 6. The Company and the
Union may mutually agree to a different Adjustment Group, e.g. one that combipes titles,
includes emplovees in different Organizations performing essentially the same type of
work in the same or different title within: the RCA, or ¢considers factors such as function
based skill requirements within a title, Organization and RCA. The Union and Company
agree to give good faith consideration to requests that would alter the Adiustment Group.

Surplus Resolution Provisions

Section 19.6 Employees in the Adjustment Group, within seven (7) calendar days of
the surplus notification, will be covered on the provisions and entitlements available
under this Article. Available surplus resolution provisions include reassignment,
Voluntary Separation Payment Program (VSPP), Surplus Transitional Leave of Absence
(STLA), Expanded Voluntary Separation Payment Program (EVSPP), elimination of
contractors, Incidentals and Terms, and layoffs/Involuntary Separation Payment Program
(ISPP). Details on these provisions are as follows:



A)

Reassignment:

()

()

Follow your Work: When work of a Force Adjustment Group(s)
is being transferred to another RCA, the Company shall offer
employees in the Adjustment Group(s) the opportunity to ransfer
to the work group(s) in the receiving RCA when there are openings
the Company determines are to be filled. Such transfer shall not
create a surplus in the same titlle and function in the receiving
RCA.

Post and Bid: Surplus employees will receive priority
consideration for downgrade or lateral placement cpportunilies
through the Post and Bid Process based on TOE provided they
meet the basic qualifications to perform the dulies. Basic
qualifications would include any test/skill requirements. However,
in some circumstances, the Company may find it necessary to
reserve the right to select a candidate that is better qualified in jobs
which fall in Wage Scale 4 and above. Such occurrences will be
discussed with the Union. Exceptions may be agreed upon at the
Bargaining Agent level. Placement in an opening at any Qwest
subsidiary will be govermed by ihe staffing guidelines of that
subsidiary.

{a) Reassignment Pay Protection Allowance (RPPA): [f an
employee accepts an assignment at any Qwesi subsidiary
where the current rate of pay (hourly equivalent) of the new
position is less than the current rate of pay (hourly
equivalent) of the employee’s regular position (excluding
lateral zone adjustments), the employee will be paid the
difference between their current rate (hourly equivalent)
and the rate {hourly equivalent) of the new position in bi-
weekly payments based on the employee’s TOE at the time
of the assignment in accordance with the following table:

TOTAL AMOUNT OF ALLOWANCE PAY

Term of Employment Period of Payment
0 b legs than 5 years 13 weeks

5 bun tess than 10 years 39 weeks

10 but less than 15 years 78 weeks

15+ years 156 weeks
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(B)

If an employee is subsequently downgraded through
another force adjusiment he/she will be entitied 1o a second
RPPA which will run concurrently with the remainder of
the first RPPA period.

RPPA will be subject 1o recalculation if a subsequent
promotion occurs within the Company due (o a subsequent
force adjustment.

RPPA will be discontinued upon regular movement
through the Post and Bid Process.

(b}  Relocation: A Regular employee who accepts an
assignment under the provisions of this Article will be
reimbursed for the cost of moving in accordance with
Addendum 2 if the employee: (a), has more than one (1)
year of TOE; (b), must travel more than fifty {50) miles
further to the new work location from hisfher residence
than to the existing work location; and, (¢), as a result,
elects 1o relocate.

(3)  Discretionary Job Offers: The Company may, at its discretion,
offer an emplovee a lateral or upgraded position for which the
employee is basically qualified which would not require the
emplayee Lo travel more than thirty-five (35) miles further to their
new work location than to their former work location. This offer
may be made regardless of whether the employee has submitted a
self-nomination for the position. Rejection of this offer will result
in forfeiture of Article 19 entitlements except priority
consideration as described above.

Voluntary Separation Payment Program (VSPP): The Company shall
offer Regular employees within an Adjustment Group, the opportunity to
elect voluntary separation payments under VSPP. This offer will be in
order of TOE. The number of employees who make such election shall
not exceed the number of employees the Company determines ta offer this
alternative. Neither such determination by the Company or any other part
of the VSPP Sections of this Article shall be subject to arbitration.
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€)

Employees who elect to leave the service of the Company as a VSPP
participant may receive, in combination with such benefits, a retirement
service pension (if eligible for such pension) plus compensation for any
accrued, unused entitlement time to which the employee is entitled at the
time of leaving the Company. The Company will set the separation
date(s) that are applicable to employees electing to separate as a VSPP
participant.

Any employee who ¢lects to leave the service of the Company as 2 VSPP
partcipant shall not have eligibility to the Recall Rights Provision
outlined in Section 19,6 (I) of this Anrticle,

An employee’s election to leave the service of the Company and receive
voluntary separation payments must be in writing, and delivered 1o the
Company within ten (10) working days from the date of the Company's
offer in order for the employee to be accepted as a participant under the
provisions of VSPP. Such election may not be revoked after the ten (10)
day period.

The voluntary separation payments elected in accordance with VSPP will
be calculated as follows:

{n One thousand one hundred dollars ($1,100} for each year of TOE
{prorated for any partial year of service) to a maximum of twenty-
stx thousand four hundred dollars ($26,400), but in ne event 0
exceed twice the base annual salary plus applicable differcntials.

{2)  Employees separated under the provisions of VSPP will be treated
under the Separation Payment Guidelines outlined in Section
19.6(H).

Surplus Transitional Leave of Absence (STLA): Employees in an
Adjustment Group may elect STLA for a maximum of two (2) years if
they meet all eligibility requirements.  STLA is in lieu of separation
payments. An employee is STLA eligible if they are on the aclive payroll
and in a position identified as surplus, and cither cumently eligible for a
pension (i.e., service or disability pension), or within two years of the
actual age and/or years of service required for a service pension. (This
includes employees within two (2) years of bridging the necessary
service).

The time on leave counts toward service pension eligibility and for
computing the amoumt of service pension. Any reduction for early
retiremnent will apply based on the employee’s actual age and service at
the time of retirement at the end of the STLA.
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(D)

Medical, dental, and vision benefits along with Group Life Insurance will
continue during the leave the same as for an active employee. 1f an
employee elects to continue Supplemental Life, Dependent Life and Long-
Term Care Insurance, they will be billed. Contributions to Dependent
Care Spending Accounts will be suspended; however, claims on amounts
temaining in the account for expenses incurred through the end of the
calendar year in which the suspension of contributions occurred may be
billed. Health Care Spending Accounts will only be available {under the
provisions of COBRA) on an after-tax basis; if employees do not elect to
continue, only those expenses incurred through the date the STLA
commences can be reimbursed.

For those eligible employees, telephone concession as well as
PATHWAYS will continue during the leave.

QSIP contributions will cease. Employees may request withdrawals, fund
transfers, or loans while on leave, but may not request total distribution of
their account.

STLA will expire prior 10 the end of the two (2) year period if the
employee an leave is hired by any Qwest entity or any former Bell System
company and is covered for interchange of benefit obligation, including
Mandatory Portability Agreement or Divestiture Interchange Agreement,
if the employee on leave designates a date within the two (2) year period
that the STLA is to end, or in the event of the death of the employee,

Expanded Voluutary Separation Payment Program (EVSPP): The
Company may elect to extend the VSPP election o other force groups not
affected by a force adjustment, within or outside the RCA, as an additional
method to reduce an Adjustment Group. Administration and application
of an expanded VSPP offer shall be in accordance with the mutually
gstablished guidelines which are set by the Company and Union
Bargaining Agents.

Elimination of Incidentals and Terms: In order to avoid a layoff,
employees classified as Incidental and Term within an RCA shall be
released prior to looking at contracting provided, however, that such
emplovees may be retained or employed temporarily to meet emergency
or peak load situations, or to perform functions that emplevees in_the
Adjustment Group are not skilled or trained to perform.
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No later than twenty (20) calendar days prior 1o the resolution date, the

Company shail provide to the Union a list of Incidentals and Term

employees who work in the jmpacted RCA. The list shall_include their
litles and the number of hours they have warked in the last six (6} months

Impacted employees who have indicated an interest in_replacing a

Term/Incidental shall be offered these positions if they have the skills and
iraining to perform such work.

Elimination of Contractors: Work previously performed by represented

employees {since August | 19 currently being  performed b
contractors for the Company will be treated as follows:

(1)

Contracting Within the RCA: As of the date of a proposed
layoff, contracting within the impacted RCA shall be discontinued

to the extent necessary to avoid_the laying off of Regular
employees_if there are any employees in the Adjustment Group
who have the training and skills to perform such work. Work that
was previousty performed within a job title shall be broughi back
within_the job title.  This does not preclude the Company from
initiating an Article § job evaluation on a work function,

No later than fifteen {15) calendar days prior to the resplution date
th mpany shall provide the Union a list of contraciors who are
performing work previcusly performed by represented employees

in the impacted RCA. The lisi shall include the type and ammount
of work they perforn in the RCA.

Work that must be returned in accordance with this subsection will
be returned under the following guidelines:

(8 Work previously performed within a job title shall be

returned and assigned to employees in_the adjustment
group with the skills and trpining to perform such work.
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{b}  Ifthe returned work, as cutlined in spbsection {2}, docs not

resolve the surptus, work previously performed outside of
the _title shall be offered o the impacted emplovees that

have the skills and training to perform the work. However,
if the retumed work will create an opportunity for an
upgrade, the Company will offer returped work to

emplovees in the Adjustment Group that have the skills and
training to perform the work. The local union shall assist

in the identification of non-impacted employees who would

be interested in such an opportunity.

The fact that expense may be incurred shall not be a factor in
retuming the work unless it imposes a significant start-up expense

ot_investment requirement {e.g. purchasing a backhoe, test set,

trencher. or a mini-sneak would not be considered significant).

Contracting from Call Centers: Call Center work previously
performed by represented employees in the impacted center that
was contracted out by the Company after August 16, 2003, shall be
discontinued to the_extent necessary to avoid laving off Regular
employees if the impacted emplovees have the training and skills
to_perform the work and_the return of work can be achieved with
na more than a de minimus added cost to the Company.

The Company would retum the contracted work 1o the impacted
center if the work being retumed were of a similar nature to the
wotk being performed in that center. However, if the center is

now performing work dissimilar to that of the contracted work, the
Company would place the contracted work in a center of their

choice.

In_a situation_where there i3 a center closure, the Company must
discontinue _the contracted work previousl erformed
represented employess in the impacted center in an amount equal
to the number of employees to be laid off. The Company would
place the conracted work in a center of their choice.

Where there are open positions_ described in each of the above two
paragraphs, the employee(s} in the Adjustment Group shall be
offered the option to_perform the returned work in the new

location.
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G)

If the Company contracted only particular function(s) previously

performed by a represented job title, and the Company returns that

work under this Section, the Company can choose to have the
contracted function(s) performed separately rather than integrating
the work back into an existing job title. If it does so, a new job
title and/or wage scale may be created in accordance with Article 6
of this Agreement, and the thirty (30) calendar day period for
implementation of the Company’s proposed title and wage scale as
putlined in Article 6.1(b) shall be waived. Although not required
by this subsectiot, if the Company ¢hooses to bring in contracted
work not previously perfommed by represented emplovees where
they have the skills and training Lo perform such work, the terms of
this paragraph will also apply.

For purposes of this Section, an employee shall be considered tg hav
necessary training and skills i the employee meets the following criteria;

[(a) He/she_has passed the appropriate screens and tests for the work
being returned;

OR

{b)y  Hefshe currentiy holds the title of the work being relurned and is
performing or has performed the work being retumed for more

than six (6} months in the last five () years. This may not apply if

the _work beiog returned has significantly changed since the
cmployee performed the work;

AND

()  Hefshe can_become proficignt in the bagic job duties of ihe
retuming work with minimal training, normally not 1o exceed two
{2) weeks.

Layoff Procedures: If a force adjusiment will necessilate layofTs
involving Regular employees, the Company Bargaining Agent shall notify
the Union Bargaining Agent in writing, at least fifieen (15) calendar days
prior to taking such action, and shall offer to negotiate with the Union
concemning the best altemative methods for further reduction of the
Adjustrnent Group and preventing layolfs. If no agreement is reached in
fifteen {135) calendar days, further reductions of the Adjustment Group
shal] proceed under the Company's original plan lor force adjustments.
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Layoffs shall be made effective among employees in inverse order of TOE
within the defined Adjustment Group in an RCA, subject to the following
conditions:

Regular employees laid off under the provisions of this Article will be
entitled to involuntary separation payments under the Involuntary
Separation Payment Program (ISPP). plus compensation for any accrued,
unused entitlement time to which the employee is entitled at the time of
leaving the Company. Employees who leave the service of the Company
as a participant in |SPP may receive, in combination with such benefit, a
retirement service or vested pension (if eligible for such pension).

The involuntary separation payments paid in accordance with the ISPP

Table will be calculated based on TOE as follows, but in no event to
exceed twice the base salary plus applicable differentials:
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TERM OF
EMPLOYMENT DOLLAR
(I'OE) PAYMENT

less than 1 less than § 600
1 600
2 1,200
3 1,800
4 2,400
5 3.000
6 3,600
7 4,200
8 4,800
9 5,400
10 6,400
11 7.400
12 B,400
13 9,400
14 10,400
15 11,400
16 12,400
17 13,400
18 14,400
19 15,400

Employees who are separated under the provisions of ISPP will be treated under the

ISPF TABLE

TERM OF
EMPLOYMENT

(TOE)

Etc.

Separation Payment Methods outlined in Section 19.6 (H).
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DOLLAR
PAYMENT

16,900
18,400
§9.900
21,400
22,900
24,400
25,900
27,400
28,900
30,400
31,900
33,400
34,900
36,400
37.900
39,400
40,900
42,400
43,900
45,400
46,900
48,400
49,900
51,400
52,900
54,400

Ete,



(H)

Separation Payment Method: Employees will receive a separation
paymeni, extended medical/dental and vision benefits, and education
benefits under VSPP or ISPP provisions in accordance with the following:

D

)

A lump sum payment to be made within sixty {60) calendar days
after the employee has lefi the service of the Company. If an
employee who has received a separation payment is re-employed
as a Regular employee by any Qwest subsidiary, they will repay
the difference berween (a) the lump-sum paid; and {b) the amount
the employee would have received between the date of separation
and date of re-engagement if the separation payment had been paid
out using a bi-weekly payment method. Repayment of this amount
shall be made at the time of re-employment or, if deemed
appropriate by the Company, through the terms of the current
Qwaest Payroll Policy,

If an employee who left the Company under VSPP or ISPP is
subsequently re-employed and again paid payments under this
Article, the separation payments in the case of the second or of any
subsequent VSPP or ISPP participation, shall be based upon the
employee's TOE, less any prior separation payments received (if
required as outlined in the priar paragraph) and not refunded to the
Company.

Regular employees who are not eligible for a service pension and
whose employment is terminated as a result of a layoff or
application of the force adjustment provisions of the VSPP, shail
continue to remain eligible for extended coverage under COBRA
for up to eighteen (18) months under the Company's health care,
dental and vision plans or successor plans, as follows:

To exercise any of the following options, the employee must
complete and return  the COBRA Election Form, contained within
the COBRA packet sent to the employee [ollowing separation,
within sixty (60) oalendar days of receipt,

(a)  An employee with less than one (1)} year of TOE, who is
eligible for coverage aL the time of termination of
employment, may elect to continue such coverage at the
employee's expense, for a period of eighieen (18) months
following the month in which employment is terminated by
paying the monthly premium amount,
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3)

(b}  An employee whose TOE is at least one (1) year, but less
than five (5) years, will be eligible for coverage, a
Company expense, for a period of threz (3) months
following the month in which employment is terminated.
The employee may elect to continue such coverage for an
additional fifteen (15) months, at the employee's expense,
by paying the monthly premium amount.

{c)  An employee whose TOE is five (5) years or more will be
eligible for coverage, at Company expense, for a period of
six (6) months following the month in which employment
is terminated. The employee may elect to continue such
coverage for an additional twelve (12) months, ot the
employee's expense, by paying the manthly premium
amount,

The extended medical/denwal/vision coverage shall be on the same
basis and in the same amount to which the employee was eniitled
immediately prior to leaving the service of the Company. If,
during the period of any extended medical/dental/vision coverage
as described above, the plans are changed for employees who
remain on the payroll, the same changes will be applied to persons
participating in this extended coverage program.

Employees shall be eligible wo participate in the PATHWAYS
Program outlined in this Agreement for a period not to exceed
twenty-four (24) months from their first course/class enrollment
which must be within twelve (12) months from their separation
date.

Recall Rights: Regular emplovees laid off under the provisions of this

rticl

hall be recalled in order of TOE for Regular Pan-Time or Regular

Full-Time job wvacanci¢s within the same title, Organization and RCA

where the la Courre vided;

(@
)

the employee has not been laid off more than two (2) vears

the emplovee is able 1o perform the essential funclipns of the job,
{e.g. he/she would not be entitled 1o recall il a medical restriction

prevented himMer from performing those functions;




{e) the_em icable pre-placemen
screens, {i.e. drug test, background check);

(d}  the emplovee has submitted a self-nomination request through the
Post and Bid Process for the posted job in the same title,
Organizatipn and RCA from which the layoff occurred.

IF an employee was on a step of discipline at the time of lavoff, the
employee will not be eligible for recail.

When an_emplpyee accepts a recall offer, the Company has fulfilled its
recall oblipation. An employee, who accepts a_recall offer and
subseguently resigns, fails training or is terminated from employment, will

no longer have recall rghts. An employee who declines a recall offer of
emplovyment will no lonper have recall rights.

Failure to report for duty gn a start date no less than seven {7) calendar
dayg from ihe final job offer date constitutes a declination and a forfeiture

of recall rights.

LayoiTs Not Counstituting a Break In Service

Section 19.7 When an employee is laid off due to lack of work and such employee
is re-engaged as Regular or Regular Term within a two (2) year period from date of
layoff, prior service will be credited as follows:

() Immediately upon reinstatement providing the period was six (6)
months or less;
-OR-
{b)  When the period of layoft exceeds six (6) months, service will be
deducted for the period of layof.

NOTE If an employee retumns to work within two (2) years of
the layofT under any classification other than Regular or
Regular Term, the layoff bridge rule will be applied if
the employee, without interruption in service, is later
reclassified as a Regular or Regular Term employee.
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ARTICLE 20

LATERAL FORCE REARRANGEMENT

Section 20.3 The Company may adjust its force within an Organization within or
between Reasonable Commuting Areas (RCA} for such reasons as force leveling/force
imbalances. This will be handled outside the Post and Bid Process provisions of
Article 21 and does not require invoking the provisions of Anicle 19, except as provided
in this Article, in accordance with the following provisions:

WITHIN A REASONABLE COMMUTING AREA

Scction 20.2 The Company may reassign employees within an RCA, as defined in
Addendum 6; such reassignment may involve changes from one job assignmeni o
another within the same ftitle and/or from one work location 1o another within an
Organization. The reassignment will be made from the identified work group(s) and title
from among employees performing essentially the same type of work function in the
work location(s) impacted.

(a) If a reassipnment would qualify an affecied employee to relocate histher
residence as defined under Section 19.6 (A) (2} (b), the employee will be
eligible for relocation expenses if the employee elects to relocate, subject
to the following conditions:

{Nn Employees who elect to relocate under the provisions of Lateral
Force Rearrangement are limited to a one (1) time eligibility for
relocation expenses within each Reasonable Commuling Aren
(RCAY;

AND

(2} Relocalion expenses will only be paid for relocations that are made
within the geographic parameters of the RCA in which the
employee is reassighed.

NOTE: The Company agrees to review any unusual individual
hardships associated with the limitations outlined in
Section 20.2 {a) (1} and Section 20.2 (a) (2} above.
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{(b)  Anemployee's regular assignment shall not be changed for a period of less
than six (6) months except when the change is made at the employee's
request or for temporary changes in assignment.

{c) The Company will consider Term of Employment (TOE) in selecting
employees for lateral force rearrangements.

OUTSIDE A REASONABLE COMMUTING AREA (RCA)

Section 20.3 When the Company finds it necessary or appropriate to reassign
employees to a reponting location which is outside the RCA, the Company will seek
volunteers in the title from among employees performing essentially the same type of
work (function} in the work location(s) the Company identifies as having force available
for reassignment.

{a) Such reassignment, if any, will be accomplished from among volunteers in
order of TOE. An employee's election to participate in reassignment
outside of their RCA is strictly voluntary,

(b)  If such rearrangement would qualify an affected employee to relocate
histher residence as defined under under Section 19.6 {A) (2) (b), the
employee will be eligible for relocation expenses if the employee elects to
relocate.

(c) The Company will notify the Union Bargaining Agent of any
reassignments under this Section. Such notice will be in advance of the
employee's report date.

Section 20.4 Employees may initiate a request for reassignment within the same
title, within their Organization, within the same RCA without going through the Post and
Bid Process. The Company and local union are encouraged to work together to
determine the guidelines for employee initiated moves within an RCA.

(a) Employees requesting such reassignment would not be eligible for
relocation expenses.

(b) The Company will consider factors such as TOE and qualifications in
granting an employee initiated reassignment,
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ARTICLE 21

POST AND BID PROCESS

APPLICATION

Section 21.1 Eligible occupational employees desiring a transfer to a different job
title in the same location, lo the same jeb title in a different location, or to a different job

title in a different location may submit unlimited self-nomination requests for posted
positions with the Company.

SELECTION

Section 21.2 In the selection of employees for posted positions, the Company will
adhere 10 the principle that Term of Employment (TOE} will govern if all other
qualifications of the individuals considered are determined to be substantially equal. The
selection process will be modified during a force adjustment as outlined in Article 19,
Section 19.6 (A).

ELIGIBILITY REQUIREMENTS
Section 21.3 An employee meets eligibility requirements provided the employee:
(8) s classified on the payroll as Regular Full-Time or Reguiar Pan-Time;
(b)  Meets time-in-title/location requirements, The emplovee is responsible
for _accurately reporting time-in-titleflocation fulfillment on_the pre-
screening questions. The time-in-title/location requirement will be waived

or amended under the following conditions:

(1)  Waived - Employee is part of a Force Adjustment Group treated
under the provisions of Article 19; or

(2)  Waived - Employee is being treated under Article 23; or

(3) Waived - Employee had their former title changed under Article 6
processes. In such cases, the employee will not have o re-
eslablish time-in-title. Time spent in the former title will be
accrued 1o the new assigned title; or



{4)  Whoived - Regular Full-Time employees who accepted Part-Time
positions under the reassignment provisions of Article 19; or

(5)  Waived - Employees placed under the provisions of Article 19 into

a lower rated wage schedule;

ar

(6)  Amended - Employees ptaced under the provisions of Article 19
inte a lateral wapge schedule will be required to fulfill one-half
(1/2) of the required time-in-title for that position.

(c) Is_not on comective action for any area of performance, including

attendance, in their current job unless their placement/selection is a result
of reassignment under the provisions of Article 19 or Anicle 23.

TIME - IN - TITLE/LOCATION

Section 21.4 Time-in-title and time-in-location requirements for self-nominayion

request eligibility are as follows:

Wage Scale Group or Title Time-In-Title
i, 2, Technical Career Ladder 30 months

3. 4. 5. M. Sales Consultants 24 months

A B 24 months
c.D I8 months

E 12 months
6,7 89 12 months

F 12 months

10, 11 6 months

Time-In-Location
18 months

15 months

12 months

12 months

12 months

9 months

6 months

6 months

Time-in-title and time-in-location requirements indicate minimum standards. The
Company and Union Bargaining Agents can agree to reduce or extend the time frames.
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PART-TIME EMPLOYEE PROVISIONS

Section 21.5 Regular Part-Time employees shall be able to submit self-nomination
requests for a full-time position in the same job title and same job function afier fulfilling
the time-in-location requirements. For moves to titles other than the employee's current
title, time-in-title requirements will have to be met.

RELEASE PROVISIONS

Section 21.6 When an emplovee is selecied for a position through the Pogt and Bid
Process, the sending Orpanization will release the employee within a reasonable time
frame, which would nommally be two (2) weeks. An employee may be held back due to
needs of the business for a period of up to thirty (30) calendar days. Release dates for
lateral or lower rated short duration assignments through the Post and Bid Process will be
subject to the needs of the business,

RETREAT PROVISIONS

Section 21.7 Except in force adjustment situations, both management and employee
initiated retreat rights apply to moves through the Post and Bid Process. The time frame
for either management initiated or employee initialed retreats will be sixty (60) calendar
days following the placement in the new job or after formal classroom training,
Employee initiated retreats are subject to available openings with the employee being

placed in the next a\rallablc open posutlon Emglgxees wl_m mmate 3 refreat will, upon
heir fi

hemg eligible to_submit fyture self-nommauog requests through the Post and Bid
Process. The Company and Union Bargaining Agents may extend the time frame for

employee or management initiated retreal requests to their former title for select tides
with mutual agreement,

TEMPORARY (SHORT DURATION) ASSIGNMENTS

Section 21.8 Temporary assignments not accomplished under other applicable
provisions of the Agreement will be filled as follows:
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ASSIGNMENTS UP TO 180 CALENDAR DAYS

(2}

(b)

The Company has the option of using the provisions of this Anticle to fill
temporary assignments for durations of tess than one hundred eighty-one
{181) calendar days. Employees placed in temporary upgrades under this
option shall be treated in accordance with Addendum 1, Al.2 (a} for
purposes of title and compensation,

Assignments for a duration of less than one hundred eighty-one {181}
calendar days made by the Organization outside of this Acticle will be
offered to volunteers based on such factors as TOE, qualifications, and
avatlability, Employees placed in temporary upgrades under this option
shall be treated in accordance with Article 7, Section 7.1, for purposes of
title and compensation.

ASSIGNMENTS OF 181 CALENDAR DAYS OR MORE:

(<)

(@

If the temporary {shon duration} assignimient is for a period of one hundred
eighty-one (181) calendar days or more, it will be effected under the terras
of the Post and Bid Process. Employees placed in lemporary upgrades
under this provigipn shall be treated in accordance with Addendum 1,
A1.2 (a) for purposes of title and compensation.

Self-nominated candidates whe fill temporary (shomt duration)
assignments retain their current employment classification,

Atthe end of the temporary (short duration) assignment, the employee has
guaranteed return rights o the same or equivalent (same wage scale) job
(if the former position is not available), in the same location and in the
former Organization, even if this creates a force adjustment condition.

Regular employees accepting temporary (short duration) assignments
through the Post and Bid Process have the same retreat provisions as
outlined in Section 21.7.

Regular employees accepting temporary (shont duration) assignments are
expected to remain for the length of the assignment. They would,
however, be ehgible to submit self-nomination requests after fulfiiling
time-in-title requirements.
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PLACEMENT OF MANAGEMENT INTO THE BARGAINING UNIT

Section 2.9 The Company agrees 1o avoid the placement of management
employees in bargaining unit positions if it will create a forpe surplus or if it adds to a
present force adjustment condition _in that location. The Company and the Union
Bargaining Agents will periodically review placements made under these provisions to
ensure compliance with the parties’ intent, Notice of such placements will be sent 1o the

Unign Bargainin ent in a timely manner,
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ARTICLE 12
LEAVES OF ABSENCE

Section 22,1 Insofar as the requirements of the service will permit, leaves of
absence for good cavse, and of reasenable length, will be granted upon request.

Section 22,2 The granting of a leave of absence in excess of thirty (30) calendar
days does not guarantee that an employee will be given a position at the expiration of the
leave unless so agreed at the time the leave is granted and so shown on the leave of
absence form,

MILITARY LEAVES OF ABSENCE

Section 22.3 The following provisions shall apply to Regular employees who are
members of mmilitary units;

(a)  Employees who are members of the National Guard or Naval Militia, and
who are called out for active emergency service, shall be paid for such
absence not 10 exceed thirty (30) days in any one (1) year, at the basic rate
less compensation paid by the Government (State or Federal).

(b} A Regular employee who is a member of the National Guard, Naval
Militia or Reserve components of the armed forces shall be paid at the
basic rate less compensation paid by the Government (State or Federal) for
the first fifteen (15) work days in the calendar year on which the employee
is absent from work for military training for which the employee received
military orders; however, the payment will be made only if the
circumstances of the Company permit the absence. The fifteen (15) days
of raining may be annual training, active duty or a combination of bath.

(c) Govemment pay, as stated above, includes basic military pay (which
includes pay for cumulative years of military service), special pay,
incentive pay for hazardous duty and, for employecs with dependents, the
difference between guarters allowance established for those with the
employee's number of dependents and quarters allowance for those of
equal rank without dependents.

{d}  The deduction for military compensation shall not exceed the employee's
pay for a basic work week during the same period.
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{e) These paid absences shall not affect the regular vacation entitlement or
allowance 1o which the employee may be entitled.

NOTE; For purposes of this Article, the “basic rate” for Sales Consuliants covered
by Addenda 11 and 12, Leveraged Compensation. Plan, will be th

Averapge Hourly Rate.

FAMILY AND MEDICAL LEAVE ACT OPTIONS

Section 22.4 Other thap absence under the Shont Term Disability Plan, time off
taken under the rules and guidelines of the Family and Medical Leave Act ("FMLA"}
shall faff into the (ollowing categories.

(2) Iiness Leave
Employees on an illness leave shall use all of their available entitlement
time (i.e. vacation and personal days) prior to using excused unpaid time.

(b) Family Care Leave and Care of Newborn, Adopted, or Foster Child
Leave
Employees on these leaves shall have the option of using either their
available entitlement time (i.e. vacation and personal days) or excused
unpaid time.

The Company and Union will discuss the impact of any changes in the FMLA vules and
guidelines that accur during the life of this Agreement.
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ARTICLE 23

TREATMENT OF MEDICALLY RESTRICTED EMPLOYEES

TREATMENT OF MEDICALLY RESTRICTED EMPLOYEES

Section 21.1 An employee who is unable to perform the functions determined as
essential by the Company of his or her regular job as a result of an on-the-job accidental
injury {as defined in the Qwest Disability Plan} or an illness, physical or mental
limitation, or off-the-job injury, will be considered for a position of equal or lower status
and pay.

MEDICAL RESTRICTION OF LESS THAN ONE HUNDRED EIGHTY (180)
CALENDAR DAYS DURATION

Section 23.2 If Qwest Disability Services or its designee has determined the

employee can return to work with a medical restriction of one hundred eighty {180)
calendar days or less, the employee shall remain in the present job title and receive the
present paid rate,

MEDICAL RESTRICTION OF MORE THAN ONE HUNDRED EIGHTY (180)
CALENDAR DAYS DURATION

Section 23.3 If Qwest Disability Services or _its designee determines the medical
restriction (or consecutive restrictions) are expected to or do, in fact, last longer than one
hundred eighty (180) calendar days and the employee can perform his or her regular job
with reasonable accommodation, the employee shall remain in the presemt job title and
receive the present paid rate.

If the employee whose restriction (or consecutive restrictions) are expected to or do, in
fact, last longer than one hundred eighty (180} calendar days, and the employee cannot
perform the functions determined by the Company as essential of his or her regular job
with reasonable accommadation, an assessment to assist in determining the abilities of
the employee may be conducted at the request of the employee, o¢ as described in Asticle
234

If Dwest Disability Services or its designee and the employee’s physician disagree on the

length and scope of the restriction an Independent Medical Evaluation {IME) as defined
in Section 23.5 may be conducted, if requested, foliowed by the job search process.
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ASSESSMENT OF ABILITIES EVALUATION

Section 23.4 To assist in determining the abilities of an employee with medical
restriction of over one hundred and eighty (180) days, an assessment will be conducted at
the request of the employee or the local union (if the employee concurs) or at the
initiation of the Company. The employee must participate in this evaluation. The
agsessment tool, which may include but not be limited to, a Functional Capacity
Evaluation, Independent Medical Evaluation, andfor Cognitive Testing, will be
determined by Qwest Disability Services or its designee based on the employee’s
condition and diagnosis. This assessment will determine the employee’s ability to
remain in his’her current job or another job within the Company with or without
accommodation, and will occur within thirty (30) days of the determination of the
permanent resiriclion or as soon as evaluation can be scheduled. Utilization of the
assessment tool will not alter the job search process as outlined in Article 23.6.

INDEPENDENT MEDICAL EVALUATION

Section 23.5 Following is the position to be taken regarding the option of obtaining
an Independent Medical Evaluation (IME). A demotion or termination handled under the
provisions of Article 16 which results from the imposition of a medical restriction, shall
not be subject 1o arbitravion, [ a dispute arises concerning either the length or the scope
of the medical restriction, and the employee so requests or the local union requesis (if the
employee concurs), Qwest Disabifity Services or its designee will consult with the
emplayee's personal physician concerning the length and scope of the restriction. [f they
are unable to agree, the matter will be referred 10 a muwally acceptable physician (in
accordance with the administrative guidelines in place regarding this process) who is
knowledgeable in occupational safety and health matters who shall be afforded the
OppoTtunity 1o review the pertinent medical data, to review the requirements of the work
place, and to examine the employee. An agreement with the independent physician will
ensure that the results of the examinations will be received by the Company and the
Union within fifteen (15) calendar days of the examination. Both the Company and the
Union will comply with the decision of this physician as to the proper length and scope
of the restriction.

JOB SEARCH PROCESS
Section 23.6 The job search process will proceed from the date of the determination

that the employee cannot perform histher duties and cannot be accommodated in histher
current job. The job search process will last for eighty (80) calendar days.




The Company will assign the empioyee to a job for which he or she meets basic
qualifications, as determined by the Company, which satisfies the employee’s medical
restriction, if such a job is available as specified in (b) below,

()

(b)

(c)

{d)

Activities as outlined in (b) and (c) below will take place during the time
frame the assessment of abilities evaluation is being conducted.

The Organization will assign the employee to any job vacancy of equal
status and pay, in that Organization, in (or within reasonable commuting
area of) the town in which the employee is assigned. If an employee is
physically able to work with a medically imposed work restriction and
there is an available job the employee is qualified to perform as described
above, the employee will be placed in that job.

If there is no job vacancy as described above, the employee may submit
unlimited _self-nomination requests for posted positions within_the
Company. If the employee should decline an offer of an

position for which they have self-nominated, the Company will terminate

employment and the employee will forfeit separation payments,

If the job search is unsuccessful, the Company will terminate employment.

RELOCATION EXPENSES

Section 23.7

If an employee with a medical restriction due to an on-the-job

accidental injury accepis a job offer in a different exchange as a result of any of the
above items and the employee must travel more than fifty (50) miles further to the new
wark location from his/fher residence than to the existing work localion, moving expenses
will be paid according to the moving expense provisions in Addendum 2 of this

Agreement.

PAY TREATMENT

Section 23.8

(2)

If the employee 35 assigned 1o a lower rated job because of his/her medical
restriction, the appropriate title and wage schedule for that job shall be
assigned. Any subsequent progressions or contractual wage adjustments
shall be administered based an the lower rated schedule.
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(b)  In the event of such reassignment to a lower rated job, as the result of a
medical restriction, the difference in rate of pay between the former job
and the job to which reassigned under the provisions of this Anicle will be
treated in accordance with the Reassignment Pay Protection Allowance
{RPPA) as provided in Article 19,

()  Employees who are separated from the payroll as a result of a medical
restriction under the provisions of this Section (exclusive of the provisions
in Section 23.6{c)) shall be allowed a transition payment according to the
following schedule:

Term of Employment

b« 18 Years
183 wecks pay at basic wage rate

10-15 Years
14 weeks pay al basic wage rawe

15+ Years
18 weeks pay at basic wage rate

This payment shall be made in a lump sum within thirty (30) calendar days following the
employee’s separation from the payroll.

Section 21.9 Employees separated under Anicle 23 will be entitled to exiended
coverage under COBRA for up 1o eighteen (18) momhs under the Company’s heahh
care, dental and vision plans of which six (6) months shail be at the Company’s expense.
Employees will also be entitled 1o PATHWAYS benefits for two (2) years.

RETURN TO PREVIOUS TITLE

Section 23,10 Occupational employees assigned to a downgraded position because of
medical restrictions shall have reinstatement rights wo the title previously held in the
employee's former RCA, if the medical restriction is lifted, for a period of two (2) years
from the date of the downgtade. The employee must initiate this process and obtain
concurrence of Qwest Disabilit rvices or its designee that the medical restriction
should no longer apply. A return 10 the tile previously held will be accommodated only
if a position exists for which the employee will require ne training, The employee will
not be returned to the title if such retum does or will create a force adjustment situation
within the work group.




ARTICLE 24

AWARD PROGRAMS

Section 24.1 The Company and the Union mutually recognize and agree that changes in
the telecommmmications industry and the Company's position in that industry necessitate
all possible efforts 1o expand and strengthen the Company’s marketing capabilities. To
that end, the Company and the Unjon agree that individual and team contributions to the
Company's marketing efforts may be recognized and rewarded through Award Programs,
subject to the following provisions.

(a}  The Programs will be used with those employees who, in their regular job
activities, have an opportunity to directly contribute to the Company's
revenues or to positively and directly affect the perception of the

. Company in the markeiplace.

(b)  Prior to the commencement of 2ach Award Program, the Company will
discuss the nature of the Program with the Union either through an
established Labor-Management Forum or with a CWA Bargaining Agent.

(c}  All such Programs will be fairly and equitably designed, implemented and
administered.

(dy  The current process of Union involvement will be continued for the life of
the agreement.
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ARTICLE 25

PERSONNEL RECORDS

DEFINITION

Sectlon 25.1 Personnel files are those files mainlained by the Company, normally by an
employee’s manager, that pertain to the employee's work performance, background,
employment history and other personnel information.

ACCESS TO PERSONNEL FILE

Scction 25,2 An employee may review his or her personnel file on at least an annual
basis, or as specified by law, with the review being conducted in the presence of the
employee's manager.

Section 25.3  An employee will be provided a copy of his or her personnel file upon

request but not more often than once in twelve {12) consecutive months or as specified by
law,
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ARTICLE 26

COMPLIANCE WITH THE LAW

Section 26.1 In the event any law or regulation or governmental order, or the final
decision of any court or board of competent jurisdiction affects any one or more
provisions of this Agreement, the provision or provisions so affected shall be made to
comply with the requircments of such law, regulation, governmental oeder or decision for
the localities within the jurisdiction, and otherwise the Agreement shall continue in full
force and effect.

Section 26.2 The Company will notify the Union in writing if compliance will require
modificavion of the Collective Bargaining Agreement, Unless the Company determines
that compliance requires immediate implementation, the change will not be implemented
until the Union has had an opportunity to negotiate with the Company the interpretation
of the law, regulation, order, determination or ruling.




ARTICLE 27

SPECIAL CUSTOMER AGREEMENTS

Section 27.1 Whenever the terms of a customer contract or agreement conflict with the
provisions of this Agreement, the Company shall notify the Union of all such differences,
The terms of the customer contract or agreement which differ from this Agreement shall
not apply to employees performing work under such customer contracts or agreements
without the Union’s approval, which approval shall not be unreasonably withheld,
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ARTICLE 28

EFFECTIVE DATE OF AGREEMENT AND DURATION

Section 28.1 The provisions of this Contract will become effective Avgust 17, 2003,
excepl as otherwise specified herein and will continue in effect until 11:59 p.m. MDT,

August 13, 2005, unless extended by mutual agreement.

Section 28.2 Negotiations on a new Contract will begin not carlier than sixty (60)
calendar days prior to such termination; provided, however, that this limitation will not
preclude prenegotiation conferences at the request of either party. It is the intention of
the parties, with respect to the collective bargaining of future replacing Agreements, to
conduct their negotiations thereon in such a manner as to reach a new Agreement on ot
before the termination date of this present Agregment,

Section 28.3 The Company will provide a copy of the Agreement 1o each employee in
the bargaining unit upon the employee's request, This Agreement is also available on the
Qwest Electronic Library. Employees are encouraged to access this Agreement
electronically whenever possible.

IN WITNESS WHEREOF, the Union and the Company have caused this Agreement
dated August 17, 2003, to be executed by their authorized representatives.

COMMUNICATIONS WORKERS

OF AMERICA QWEST
SIGNED: Annie Hill SIGNED:  Cynthia R. Kok
SIGNED: LeRoy Christensen SIGNED: DeAnna M. Simmons
SIGNED: Jay Bovle SIGNED: Mark K. Jefiries
SIGNED: Bill Buglt SIGNED:  Michael G, Lynch

SIGNED: Annette Cunningham
SIGNED: Patts Glazener




ADDENDUM 1

WAGE ADMINISTRATIVE PRACTICES

Section Al.l WAGE PAYMENTS

(a)

b

Full-time employees shall be paid a1 the weekly rate as established for
their respective wage scales. Regular Pant-Time employees shall be paid
in the propottion of part-time hours to full-time hours per week.

Wage progression increases, in the amounts shown on the applicable wage
scale, shall be granted automatically upon completion of the time intervals
specified, subject 1o the following conditions:

(1) Increases to be made effective on the anniversary date of the time
interval,

{2)  Absence of Seven (7) Days or Less - A period of absence of seven
(7} calendar days or less shall have no effect on the establishment
of the effective date of the increase, which shall be determined by
application of the provisions of (1) above.

{3)  Absence of More Than Seven (7) Days and Up To Thirty (30)
Days - Employees absent in excess of seven (7) calendar days and
up 1o thirty {30) calendar days shall accrue wage service credit. A
scheduled wage increase that occurs during that period of absence
shall became effective on the scheduled wage increase date. The
effective date of this increase shall not change the date from which
the time interval for the next increase would otherwise be
computed.

(4)  Absence of More Than Thirty (30) Days -When an employee is
absent in excess of thirty (30) calendar days because the employee
is on an approved leave of absence, he or she shall continue to
accrue wage service credit.

1€ the approved leave is a Military leave of absence, the wage

increase shall become effective e scheduled wage increase

date. For all other approved leaves of absence, the increase shall
become effective immediately upon the employee's return from
leave of absence statys.
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()

(d)

(¢)

"

Section Al.2

are as follows:

(a)

(5) Employees on approved Short Term Disability benefits shall

continue ip accrue wage service credit agnd wage increases shall
become effective on the scheduled wage jncrease date,

Employees shall be paid according to their job title and wage progression
step bi-weekly. Paychecks will be issued no later than Friday following
the close of the bi-weekly pay period. When a contractually authorized
holiday falls on Friday, paychecks will be issued on the preceding
Thursday.

The Company and the Union encourage all employees to be paid through
Electronic Funds Transfer (EFT) to the employee's bank account or
account in such other financial institution as designated by the employee.
In those instances where an employee declined to use EFT, or in
geographic areas where EFT is unavailable, the Company will mail the
paycheck to the employee's home.

The Company shall not be held responsible for any claims, damages,
costs, Fees or charges of any kind resulting from delays in the postal
service.

Upon request of the employee, paychecks payable during a vacation
period will be delivered on the last working day preceding the vacation,
provided the request is made no less than nine (9) calendar days prior to
the first day of the vacation.

WAGE ZONE AND WAGE SCALE CHANGES

Pay practices for moving employees between wage zones and wage scales

Prometion - Higher Rated Wage Scale

(1} Employees transferring to higher rated wage scales through the
Post and Bid Process, shall be placed on the step of the new wage
scale that is equal 1o their current basic wage rate. If there is no
equal rate, the employee will be advanced to the next higher rate.
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{b)

{c)

(d)

(e}

{2)  The next date of progression increase will be the same as it would
have been had the employee remained on the old wage scale. Ifan
employee was at top of thie old wage scale, the next date of
progression will be six (6) months from the date of promotion and
administered in accordance with AJ.1b{1).

(3)  When an employee is upgraded on the same date on which a
progression increase is due, both increases will be effective on that
date, but the progression increase will be considered as preceding
the reclassification increase.

Lateral

Employees who are remaining on the same wage scale, who are

wransferring 1o a different wage zone, will occupy the same wage step in,
the new wage zane as they occupied at the time of transfer in their former -
wage zone including any accried time toward the next progression

increase.

Downgrade - Lower Rated Scale

Employees transferring to a lower rated wage scale will be placed on the
new wage scale a1 the same wage siep as the employee occupied on the
old wage scale - including any accrued time toward the next progression
increase.

Multiple Activitics on Same Day

Employees moving 1o a lower rated wage scale as a result of a force
adjustment situation may also receive a progression or annual wage
increase on that same day. The wage increase a1 the higher wage scale
shall be applied in advance of moving the ¢employee to the lower wage
scale according to the applicable guidelines.

Incidental Employeces
When Incidental employees accept Regular Full-Time, Part-Time, or Term
positions, the provisions of this Section will apply with the exception that

the next date of progression will always be six (6) months from the date of
placement.
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Section Al.3 WAGE CREDIT

@

{b)

(c)

Individual

Based on an individual's education, experience and/or other retevani
factors, the Company may hire an individual and place him or her in wage
progression above the start rate for the job title into which the person is
hired.

Wage Credit for Re-Engaged (Former) Employees of Qwest

Employees re-engaged following a period of absence from Qwest shall
receive a wage credit reduction from the wage schedule step held at the
time of such employee’s last date of employment in accordance with the
following table.

Period of Absence Wage Schedule Reduction

Less than 1 year 0 months
12 months through 17 months 3 months
I8 months through 23 months 6 months
24 months through 29 months 9 months
30 months through 35 menths 12 months
36 months through 41 months V£ months
42 months through 47 months 21 months
48 months through 59 months 24 months
60 months or more no wage credit except as provided below

Wage schedule reduction for those employees re-engaged into a jab title
or skill match in which they have previously been employed will not
exceed twenty-four (24) months, regardless of the length of the period of
absence. Sales Consultants covered under the Leveraged Compensation

Plan, Addenda 11 and 12, shall be re-engaged at the Entry Level base
wage rate.

Emplayees who transfer into a job title at a higher wage scale which they
have previcusly held and established satisfactory job performance, will
have wages calculated as follows;

Step One: Determine highest wage step when last held title.

Step Two: Reduce this wage step/rate according to the following
schedule of reduction:
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(d)

Section Al4d

IF tirne elapsed since Jast holding the title is: ~ The Wage Step

Reduction 1s:
Less than (2 months 0 months
12 months, less than 24 months 6 months
24 months, less than 36 months 12 months
36 months, less than 48 months 18 months
48 mombs, less than 60 months 24 months

In no case will the reduction result in less wage than current
administrative practices would dicate.

Group

When the Company determines that wage credit should be given in an
Organization job title in a wage scale, the Company will notify the local
union of the Organization job title in a wage scale for which the wage
credit will be given, the Reasonable Commuting Area (RCA) in which the
wage credit will be given and the dates on which the Company will start
and stop using such wage credit.

When wage credit is given under this Section, the basic wage rate of the
incumbent employees, in the affected Organization job title and RCA who
are on the wage scale a1 a step below that of the wage credit given, will be
adjusted upward to the same progression siep of the wage credit given
under the above paragraph.

PREVAILING WACGES

Whenever a customer ¢oniract or agreement requires the Company o pay
employees working on a particular project at the applicable prevailing
wage, the Company shall pay its employees assighed to such project at
either the appropriate wage rate under this Agreement or the applicable
prevailing wage, whichever is greater. Any additional payments to
employees under this Section shall be made as allowance payments,

When required by federal, state or local prevailing wage regulations, the
Company will compensate employees for work performed according to
such regulations. Prevailing wage compensation, when approprinte, will
consist of an allowsnce payment, thar when added to the basic weekly
wage rate, equals the prevailing wage regulations, The Union will be
notified in advance of such payment.
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Section A1.5 CHANGES TO AND FROM DAYLIGHT SAVINGS TIME

{a)

{b)

Employees who are working at the time the clocks are moved ahead one
(1) hour will not be paid for time not worked. Affected employees may
exercise one of the fellowing two (2) options:

I Extend their scheduled time by one (1) hour and be paid for the
full tour

()  Work the originally scheduled tour and be paid one (1) hour less
due to the time change.

Employees who are working at the time the clocks are moved back one (1)

hour shall be paid appropriately for all hours actually worked at the
applicable rate,
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ADDENDUM 2

OCCUPATIONAL RELOCATION EXPENSE PLAN

Section A2.] GENERAL
The provisions of the Relocation Expense Plan will be offered only to Regular employees
who qualify under the definition outlined in Section 19.6 {A){2) (b} and are being treated
in accordance with one (1} of the following Articles:

{a)  Force Adjustment and Force Reductions Article 19; or

(b)  Lateral Force Rearrangement Article 20; or

(c})  Treatment of Medically Restricted Employees Article 23

Section A2.2 UP-FRONT LUMP SUM

{a) House Hunting Lump Sum Payment

Under 500 miles Over 500 miles
Homeowner: $750.00 Homeowner: §1,500.00
Renter $500.00 Renter: 3 75000

Within the RCA

Homeowner: $150.00
Renter: £100.00

(b)  Miscellaneous Lump Sum Payment

Under 500 miles Over 500 miles

Homeowner $500.00 Homeowner: $1,000.00

Renter $500.00 Renter £1.000.00
Within the RCA

Homeowner: $500.00
Renter £250.00
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{¢)  Moving Household Goods Lump Sum Payment
Under 500 miles Over 500 miles

Homeowner: $1,300.00 Homeowner: $2,000.00
Renter: $1,000.00 Renter: $1,700.00

Within the RCA

Homeowner $1,0080.00
Renter $ 750.00

An up-front check (advance) of the above lump sum payments will be paid no earlier
than forty-five (45) days before the effective reporting date 1o the new position.

Relocation is defined as establishing g residence by signing a_lease andfor renial

agreement or purchasing a home in the new location. [f an employee subsequently does

not relocate and/or fails to provide required proof of established residency within the
required timeframe, the advance must be repaid to the Company.

Section A23 REIMBURSEMENT QOF EXPENSES (Receipts required)

{a) Home Sale/Rental Reimbursement will be for actual documented expenses
up to a maximum of”

Homeowner: $6,000.00
Renter: $1,000.00

Homeowner: Covers normal closing costs, if the sale of the employee's
primary residence takes place within twelve (12) months from effective
date of change in position.

Renter: Covers prepaid and wnrefunded rent, security deposit and actual
expenses associated with terminating a lease.

(b)  Capital Loss/Capital Improvement Reimbursement

Homeowners only: Actual receipts not to exceed $9,000.00
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(c}

Mobile Home Reimbursement

This policy will cover mobile homes which are legally permissible to
relacate (single units and double units) which are owned and occupied by
the employee as their principal place of residence at the time of a
Company-initiated transfer. Employées who elect to sell/move their
mobile home will be eligible for the same House Hunting and
Miscellaneous Lump Sum Payments provided to homeowners in Section
A2.2 {(a) and (b) of this Plan.

)

Moving/Sale of Mobile Home Reimbursement (Receipts

Required):

The expense reimbursement outlined in Option 1 and Option 2 is
in lieu of Sections A2.3 (a), AZ:3 (b) and A2.2 {c) of this Plan.

Employees may elect one (1) of the following two (2) options
{MAXIMUM 57,000 on either option).

OPTION 1 Move the miobile home and be reimbursed for the
following expenses:

a.

Towing charges from the old locaticn to the
new location, if done by a licensed
professional mover of mobite homes.

Unblocking trailer, disconnecting utilities
and removing skirting at the old location;
reblocking (leveling), reconnecting utilities
and reinsiplling skirting at the new location,

Reasonable charges for packing and
unpackinig breakable items such as dishes
and lamps inside the mobile home, hauling
vehicle or moving.

-OR-
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OPTION 2 Sale of the mobi lg home with reimbursements for the
following expenses:

a. Selling commission, legal fees, recording
fees and transfer taxes associated with the
sale of the mobile home through a mobile
home agent.

b. Reimbursement for the cost of moving
household goods.

Section A4 TAX GROSS-UP

At the conclusion of the move the relocation expenses will be divided into deductible and
non-deductible categories (according to IRS guidelines). The Company will do a pross-
up (compute a tax allowance) on the non-deductible total. If the employee is not able 1o
itemize deductions when filing taxes, the gross-up will be on the full relocation tetal.

In the case where there are two (2) approved Qwest Company-initiated moves within the
household, both salaries will be used in computing gross-up. Otherwise, spousal salary
will not be a factor. ' ’

Section A2.5 PAID TIME

Each relocated employee will be allowed up to a maximum of three (3) days without loss

of pay for such activities as locating a new residence, packing or unpacking and traveling
to the new work location.
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ADDENDUM 3

LETTERS OF AGREEMENT ||

August 30, 1998

Mr. Joseph L Petersen

Bargaining Agent

Communications Workers of America
80835 E. Prentice Avenue

Englewood, CO 80111

RE: Building Specialist Cenification
Dear Mr. Petersen:

This memorandum is intended to outline Qwest Business Resources requirements
pertaining 10 cenifications for the Building Specialist title.

Building Specialists must have achieved certification in one of the following ways:

e Building Owners and Managers Institte (BOM!} Certification as Systems
Mainienance Administrator (SMA)
Refrigeration Service Engineers Society (RSES) Certification
One or two years Heating Ventilation and Air Conditioning {(HVAC) from lecal
Technical Schaols or Colleges (depending on specific curricutum offerings)

Recentification for employces holding the title listed above will nat be required,
However, any future waining required by the Company will be provided on Company

time and at Company expense.

If this agreement correctly sets forth our undersianding, please sign in the space
provided.

Melissa L. Schaus
Bargaining Agent

Joseph L. Petersen, Bargaining Agent
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Angust 19, 2001

Ms. Annie Hiil

Assistant to the Vice President
Communications Workers of America
District 7

RO8S5 E, Prentice Avenue

Englewood, CO 80111

RE: COEIT
Dear Ms. Hill;
A COEIT employee who is on an ovemnight assignment who chooses to travel home at
his/her own expense and time during a “beyond 60 mile work assighment™, cutside of the
specified “paid trip home allowance” will be allowed the following:

- to remain on the Option (A or B) they are currently on

OR
- to switch from one Option (A or B) to the other, provided this switch is
approved in advance of the out of town assighment so that appropriate

board and lodging provisions are made and adhered to.

The employee will be responsible for retuming to the temporary location again at their
own expense and time and must report at the designated time.

Sincerely,

Ginger A. DeReus Concurred:

Chief Bargaining Agent Annie Hill

HR-Labor Relations Assistant Lo the Vice President

Communications Workers of America
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August 16, 1998

Mr. John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of America

District 7

8085 East Prentice Avenue

Englewaod, CO B0111

RE: Commifttee on Substance Abuse
Dear Mr. Thompson:

[n response to the continuing concerns of the Union and the Company in connection with
chemical and substance abuse, the parties recommend the renewal of the Regional
Committee on Substance Abuse,

The parties recognize the previous work accomplished in dealing with chemical and
substance abuse and recommend the expansion of the role and scope of the regional
program. The Commitice will continue to deal with the raising of employee awareness
and education of the magnitude and cost of substance abuse to the Company and
employee body, and the Committee will continue 10 encourage employee participation in
the program.

The Committee will be charged with:

{8)  The continued education of the Qwest employees and dependents as to the
nature of substance abuse in individual and family lives; including
awareness about drugs of abuse, for waming signs, prevention strategies
and improving consumer awareness regarding appropriate rehabilitation.

()  The maintenance and continunous improvement of the PEIR (Program for
Employee Information and Referral} Facilitator Program to match the size
and locations of the workflorce, and coordinate its activities.

{c} Insure that the Union and Company commitment to 8 drug free workplace
remains a major goal within Qwest by monitoring penetration rates in the
Drug and Alcohol Program and by monitoring the number and nature of
PEIR contacts.

112




{d)  Acting as an “oversight" Comumittee to insure that the Qwest Drug and
Aleohol Policy in effect as of the date of this letter is continually reviewed
in regard to state of the art treatment, etc, Any changes or improvements
endorsed by this Committee will be presented to the respective Bargaining
Agents for consideration.

The Committee will be charged with submitting periodic reports to the Union and
Company Bargaining Representatives regarding the efforts made to ensure long range
planning, the implementation of new programs and the maintenance of current programs,
the results of those efforts, and any recommendations for changes in the program which
will further the efforis 1o contain escalation of costs and effects on the employee body, or
their families or dependents.

The Union members of this committee will be appointed by the Vice President of
Communications Workers of America, District 7, or designee.

Sincerely,
Karen L. Graves Concurred:
Director John R. Thompson
Labor Relations Administrative Assistant to the
Vice President
Communications Workers of America
{
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August 16, 1998

Mr. John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of America

District 7

8085 East Prentice Avenue

Englewood, CO B0H11

RE: Community Relations Differential
Dear Mr. Thompson:

This will confirm our understanding regarding the intent and administration of the
Community Relations Representative differential.

In communities where Qwest has not assigned the community refations function to a
manageément person, the Company may ¢lect to offer to a qualified employee the
responsibility of handling community relations functions.

The need to establish a Community Relations Representative in a certain state or
community shall be approved by the Company Bargaining Agent and the Swate Vice
President. The selection of an employee to be offered the Community Relations
Representative responsibility and also, the decision to discontinue an employee's
participation, shall be a decision reached by the Company Bargaining Ageni, the Siae
Vice President organization and the employee’s deparument. Union input will be
considered as an important factor in these decisions. The Company Bargaining Agent
shall inform CWA District #7 in writing prior 1o offering the Community Relations
Representative responsibility 1o an employee.

Responsibilities of the Community Relations Representative may vary dependent on the
state and community. The Community Relations Represemiative differential covers the
following four (4) basic areas:

1, Key people contacts

2. _ Local service organization(s) membership
3 News media release )
4. Contribution recommendations
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A two-way information channel shall be established between the Siate Vice President
organization and the Community Relations Representative for the purpose of facililating
the above responsibilities. ’

An employee who accepts the Community Relations Representative responsibilities shall
receive the following compensation:

An occupational differential of fifteen dotlars ($135.00) per week above his
or her basic wage rate.

Membership fees for service club memberships when such membership is
determined by the Company to be appropriate to the community relations
functions.

Traveling to and from meetings or presentations in pursnit of the
community relations function will be paid if travel occurs during the
employee's scheduled tour hours,

In the event the employee is assigned by the Company to make a specific
formal presentation which is outside the usual scope of the community
relations activities, attendance and travel time shall be paid.

This Agreement may be canceled by either party by giving thirty (30) days written notice

to the other party.

Sincerely,

Karen L. Graves Concurred:

Director John R. Thompson

Labor Relations Administrative Assjstant to the

Vice President
Communicatipns Workers of America
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August 17, 2003

Ms. Annie Hill

Assistant to the Vice President
Communications Workers of America
District 7

8085 East Prentice Avenue
Greenwood Vitlage, CO 80111

RE: Contracting of Work
Dear Ms. Hill:

A challenge to an effeclive union-management relationship is the frequent debate about
the nced to respond quickly and efficiently to competitive market forces and customer
demand, and meet the financial expectatipns of investors and shareholders. In deing so,
both parties understand the impertance of employment security and job opportunilies for
current and future employees and share o philosophy that employees should be favored
over contractors, However, the Company maintains the ability to uge alternalive sourcing
options including contractors in appropriate instances.

As we have long discussed, it is not possible to make specific commiiments on
contracting out of work. However, in making decisions regarding contracting work, it is
the_Company's objective to_congider carefully the impact on employees of Qwest. In

doing so, the Company has made commitmenis regarding the return ¢l contracted work to
avoid layolf as set forth in Anicle 19 of this Apreement. Also, it continues to be the

policy of Qwest that bargaining wnit work will ngt be contracted out_if it will currently
and dirgcily cause a surplus or lavoff of Regular emplovees.

When _work normally perfarmed by bargaining unit employees is contracted to meet
immediate needs or short-terrn situations, the Company will review the activity with the

local union representatives as soon ag practical,
Through the Executive Work Council, Qwest and Communications Workers of America

will locus on stratepic workplace issues necessary for success of both_the Company and
the Union,_Between Apgust 2003 and July 2005, the Executive Work Council will meet
quarterly to_discuss the Company's policies and strategic direction as it relates to
contracting of work. In addition, during this time frame, the Council will also serve as a
forum to discuss opportunities to return contracted out work to the bargaining unit in a

cost ¢ffective manner,
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I to facilitate these discussions, the Company will b th nterly EWC

meetings the following information regarding contracted work previgusly performed by
represented employees:

(M
(2}
Q)

4)

The type and location of work involved.
The star date and estimated duration of the contracted work.

Information the Compan I ing the scope and volume of th
contracted work.

Information regarding_the cost of contracting, in¢ludi n_gconomic

analysis to the extent such an analvsis exists.

If you concur, please sign below.

Sincerely,

OB -

Cynthia Kok Concurred:
Director Annte Hill
Labor Relations Assistant to the Vice President

Communications Workers of America
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August 16, 1998

Mt John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of America
District 7

B085 East Prentice Avenue

Engtewood, CO 80111

RE:  Electronic Data Gathering
Dear Mr. Thompson:

Electronic Data Gathering, with the constant changes in technology, is today and will be
in the future, an integral part of the work place. The proper use of the data gathered by
this method shall be an important factor in the continued successes of the corperation and
therefore, of its employees.

For the purpose of this agreement, Electronic Data Gathering is defined as the systematic
use of computerized technology to collect, store, report and analyze information about
the work activities of employees. This is also referred to as Electronic Monitoring,

The following policy statement has been developed by a committee of representatives
from the Communications Workers of America and Qwest to address this issue.

To provide a beneficial experience in an environment of wrust and respect, all
employees shall be made aware of the current capabilities, impacts, uses and
changes of Electronic Data Gathering. The Company's responsibility is to ensure
clear definition and communication of Electronic Data Gathering to all employees
as it relates to their work activities, The Company will also ensure managers
have a working knowledge of systems that monitor their work groups and that
uniform guidelines are utilized within the Organizations.

The following guidelines will apply:
1. Information and method of notification about new or changed Electronic
Data Gathering systems shall be shared with the local union President or
their designated representative and employees in the work group before

implementation.

2. Results of the data gathered will be provided to employees in a timely
manner based on the frequency of the information obtained.
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Quality service and increased revenues are cornerstones to the success of Qwest.
Communications Workers of America and Qwest are commilted to working together to
achieve these results.

Electronic Data Gathering is a valuable tool that can assist all of us in accomplishing our
goals when used in accordance with the developed policy and guidelines outlined above.

No employee shall be disciplined as a result of Electronic Data Gathering; except for
fraud, violation of privacy of communications, gross customer abuse or when
developmental efforts have not been successful.

Sincerely,
i
Karen L. Graves - Concurred:
Director John R. Thompson
Labor Relations Administrative Assistant to the

Vice President
Communications Workers of America
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August 28, 2003

Revised 10/7/03
Ms. Annie Hill

Assistani to the Vice President

Communications Workers of America
District 7

8085 East Preptice Avenue
Gireenwood Village, CO 80111

RE: Employee Develgpment Using Call Recording And Observing
Dear Ms. Hill:
The _coaching and_development_of employees to be successful and deliver superior

customer service is an important mission for both Communications Workers of America

and Owest. Some of the tools available to assist in_employee development are call

recording an rving.  The primary use of these tools is to promote mployee's

development _while insuring a superior customer experience.  An employee’s
development is maximized when they receive a combination of positive reinforcement

and constructive _feedback _outlining _areas needing improvement.  The (ollowing
principles shall govem the use of call recording and observing in_the development of
employees.

Any call has the potential 1o be recorded and/or gbserved.

An_employee's imrnediale supervisor or coach has direct responsibility to
evaluate and develop the employees that report o them,

Evaluative Process

Employees will be evaluated by their supervisorfcoach using a minimum of six
{6) recorded calls which are evenly distributed throughout the month unless

otherwige identified in the individual's development plan. All calls used for an
em *s monthly evaluation shall come_from recorded calts. The calls will

gathered to provide an overall view of the emplovee’s monthly performance.
Employees shall be ¢overed on all calls and the calls shall be reviewed with the

employee a ractical. _Their monthly evaluation_will based on a

cumulative score of the ¢alls.
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Developmental Process
Supervisorsfcoaches may record and/or observe additional calls to assist

employees who require additional devel ental activities. This process shall be
outlined in a written developmental plan that shall be developed and supported by
the supervisor/coach and the employee. Those c¢alls may also be used for
evaluative purposes. Emphasis shall be placed on the use of recorded calls.

Developmental plans ghall also include desk side coaching, rote-playing and call
modeling, The plan shall be reviewed and discussed with the employee prigr to

implementation. Employees shall receive feedback on all recorded and/ov
observed calls that are done in conjunction with their developmental plan.

Supervisors/coaches may_also receive copies of recorded calls from imernal or

external gquality assurance gr . e.p Conceotra and Quality Assurance in
Consumer, and the Random Remote Observing Group in Small Business. The

primary focus of this monitoring is te assess overall cusiomer satisfaction and for

r call handling. The Com is also re ies in_some
instances 10 monitor for legal and regulatory compliance. Supervisorsicoaches

that _choose to use these calls for additional employee development with

individual employees must give feedback 1l calls. This additional feedback
shall not impact their monthly evaluative score.

Supervisors/coaches or quality assurance groups may _identify inappropriate
employee actions_that do not meet the call handling standards set by the Company

when recording or observing calls. Calls in thig category shall be covered with
the employee as soon as practical and shall be documented in the employee’s fite,
An emplovee's developmental plan shall be established or modified if additional
training and _coaching is_ appropriate. When developmental efforts are
unsuccessfil, the employee may be subject to progressive discipline,

Serious Offenses

Employees shall be notified of serious offenses (required wesl regulatory o

other legally binding agreements) that fall outside of the scope of pross customer
abuse or “cramming/slamming” (see_delinition below) as soon as practical. The
coverage shall be documented and, if appropriate, additional training and
coaching shall be written into the emplovee’s developmental plan. _ If the
inappropriate actions are repeated after coaching and development, the emplovee
may be subject to disciplinary action.
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Gross Customer Abuse-Slamming/Cramming

Employee actions meeting the  definition of gross customer abuse or

“cramming/slamming” _(intentional unauthorized addition of products or services
or the intentional unauthorized change of a customer’s lonp distance provider}
may be dealt with in a disciplingry manner up to and including dismissal. Gross
customer _abuse is defined as unreasonable behavipr that_demonstrates the
intentional disregard for, the disrespect of._or service to, the customer,  Gross

customer abuse ig the intentional cut-off of the customer: using profane language;
racial slurs: sexual remarks; or subsiantially similar types of conduct.

To ensure the spirit and_intent of this letter is camried cut, the Employee Development
Council shall be established. This will include reviewing individual situations where this
Letter of Agreement has been_ allegedly violated.  The Employee Devetopment Council

will meet at least quarterly and will consist of the following members: at least one (1}

Company senior leader from the Organizatigns’ call center operations; the Company’s
Bargaining Agent; and the Union's Bargaining Agent. The Union and Company may
each designate up 1o wo_ (2} additignal people from the Union and Company,
respectively, 10 participate in any meeting,

If you concur, please sign below.

Sincerely,
QAR G ior
nthia Kak Concurred:
Drirector Annie Hill
Labor Relalions sistani to the Vice President

Communications Workers of America
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Avgust 16, 1998

Mr. John R. Thompson
Administrative Assistant to the Vice President
Communications Workers of America

District 7

8085 East Prentice Avenue
Englewood, CO 80111

RE:  Emplayee Involvement

Dear Mr. Thompson:

The Company and the Union have come to agreement on the following Principles regarding
Employ¢e involvement:

Sincerely.

We have a muitual desire to have employees participate in problem solving and
the quality process.

Management has the right to run the business including the decision to seek
Unton participation it business matters.

Problem solving and quality processes are normal employee work activities.

Recommendations from problem solving and quality efforts which affect wages,
bencfits, hours or working conditions will be negotiated by the Bargaining
Agents.

Appointments of employees to projects and committees which affect wages,
benefits, hours or working conditions will be by mutual agreement of the Union
and the Company. Such appeintments will be prompt and based on relevant
knowledge of the subject. ldeally, people performing the targeted work will be
appointed. Dispuics in the selection process will be resolved by the Labor-
Management Forum.

Communication by the Company and Union about Employee Involvement must
call for consistent support and understanding by local uvion leaders and

managers.

v hrnce. ;eﬂzé,.‘_

Karen L. Graves Coneurred:

Director
Labor Relations

John R. Thompson
Adminisirative Assistant to the
Vice President
Communications Workers of America
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August 17, 2003

Ms. Annie Hill
Assistant to the Vice President

Communications Workers of America

District 7
3085 East Prentice Avenue "
Greenwood Village. CO 80111

RE; _Enhanced Compensation Plan

Dear Hill:

The Linion and Company agree that effective Augusi |7, 2003, the Enhanced

ompensation Plan P) shall be discontinued. All emplovees participating in the ECP
as of that date shall be opled out of the Plan. Such employees shall be placed at the wage
step they would have been at had they never participated in ECP based on their time-in-
title as of August 17, 2003, including ali time on ECP and all wage credit. However_ng

emplovyee shall be placed at less than the fifty-four {54) month .

Sincerely,
et/
Cynthia Kok Concurred;
Director Annie Hill
Labor Relations Asgistani tp the Vice President

Communicatigns Workers of America
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August 17, 2003

s Annie Hill
Assistant to the Vice President
Communications Workers of America
District 7
085 East Prentice Avenu
Greenwood Village 0l H

RE: Exeéutive Work Council
Dear Ms. Hill

In_order 1o fulfill the commitments and obligations specified in Article 1, Section 1.3 and
the Letter of Agreement on Contracting of Work, the Executive Work Council will be

gstablished.  The Uniou_an mpany agree to review through the EWC when the

Company plans a reorganjzation and/or technology change that proposes the movement

of a significant amount of work currently being performed by represented emplovees to

CQnwest non-represented employees as outlined in Section_1.3. The EWC will review the

lan prior to its implementation, discuss alternatives and resolutions to_such_situation

and_sponsor_the implementation. _In_general, the Company shall be responsible for
presenting such plans for review to the Council. However, if the Union believes there is

a situation that meets the above crteria but has not beg t before the Council, the
Union may raise the issue with the Council within six (6) months of the event that gave
risg 1o their concern. In the gvent that the Union concern revolves around a significant
movement of work that occurs over a period of time, the six (6) months shall run from the

time the Union is on notice that a significant amount of work performed by represented
employees has moved from represented to non-represent west employees.

Grievances pending as of June 1, 2003, on the movement of work will be resolved

through this process,_up to_and including expedited arbitration. In_resolving these

grievances, the EWC will be guided by the principles set forth in Section 1.3, recagnizing

that the movement of work at issue in these grievances pre-dates the time these principles

were agreed 1o,

Starting in_August 2003, th ncil will meet at least guarterly. Membership_durin
that timte frame will include (a) ewo {2) CWA Barpaining Agenls appainted by the
District 7 Vice President; (b} at least one (1) person at the Vice President level or above

from the C ny, appeinted by the Executive Vice President Human Resources: and (¢
the Company’s Director of Labor Relations. The Union and Company may each
degignate up to three (3) additional people from the Union and Company, respectively, to
participate in any meeting. These guidelines may be akered by mutual agreement of the

Union and any.
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The_information to be reviewed shall include the number, title and location of the

employees currently performing the work that may be moved out of the bargaining unit,
the jmpact upon these employees (e.g., will a surplus be declared and is it likely it will
result in lavofts, will employees be considered gualified for the non-represented positions
and/or will they be given other work to perform. ete.). the business reasons underlying
the planned movement of work, and such other relevant information that is requested by

¢ Union., The business unit that is planning the event that may result in the relevant
movcment of work out of lhe ba_rgammg unit shall bc respon: 51ble l'or preparing and

whelhg the movement gf work _out of the bargammg unit is appropriate, the Council shall
be govemed by the principles outlined in Article 1.

In_the event that the Council_cannot h tth ny shall make the fj
decision whether to go forward with the movement of work at issue afler discussipn with
the Council about the potential ramifications. wever, if ¢ ion js dissatisfied wi
the decision, an expedited arbitration process shall be used for resolution of any alleged

violation of the movement of work principles set forth in Section 1.3 and the appropriate
remedy. A panel of arbitrators to be used specifically in _this circumstance will be

mutualty agreed vpon by the Company and the Union no later than September 1, 20

Criteria will be_established jointly by Qwest and CWA that should be considered jn

ining whether re resented or non-re resenled empl ees ca “bet erf

utes reparding the plleged movement of work out of the bargaining unit that
glleges a violation of Section 1.3 shall be resolved solely through the EWC process

including expedited arbitration.  This reans the parlies waive any right to_process
Section 1.3 disputes through the regular grievancefarbitratipn procedure in Article
and/or unit glarification petitions under the National Labor Relations Act (NLRA}.

Sincerely,

Ayt Gorve 4hst

Cynthia Kok Concurred:
Director Annie Hiil
Labor Relations Assistant to the Vice President

Communications Workers of America
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August 16, 1998

Mr. John R. Thompsen

Administrative Assistant to the Vice Presidemt
Communications Workers of America

District 7

8085 East Prentice Avenue

Englewood, CO 80111

RE: Expectations Regarding Qccupational Dress

Dear Mr. Thompson:

We have agreed that employees should dress in a manner that is appropriate for the job
they are performing. Attire should be guided by the work functions and customer contact
assoctated with specific job duties. In addition, there are centain standards of atire:

+ Casual atvire is the general standard for all office environments,

»  When employees are representing the Company to the public and customets,
there may be additional requirements beyond the general standard.

# In any work environment, the following should not be worn: athletic shorts,
cutoffs, halter tops, be tops, muscle shirts or any other type of apparel
mutually agreed to by the Company and the Union.

Sincerely,

Karen L. Graves Concurred:

Director John R. Thompson

Labor Relations Administrative Assistant to the

Vice President
Communications Workers of America
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September 4, 2003

Ms. Annie Hill

Assistant to the Vice President
Communications Workers of America

District 7

8085 East Prentice Avenue
Greenwood Village, CO 80111

RE: Fleet Specialist & Fleet Technician Certification

Dear Ms. Hill,

This memorandum is jntended to outline Qwest Business Resources requirements
pertaining 1o certification for Fleet Specialist and Fleet Technician titles.

In light of our rapidly changing environment, the Company requirements for appropriate

cenificatigns will be as follows;

Fleet Specialists must possess cenification from the National Institute for Aulomotive
Excellence {ASE) in the following content areas:

Al-Engine Repair or T1-Gasoline Engines

T2-Diese]l Engines

A3-Manual Drive Train and Axles or T3-Drive Train

Ad-Suspension and Steering or T5-Suspension and Steering

AS-Brakes or T4-Brakes

Ab-Electrical/Electronic Systems or Té6-Electrical/Electronic $ystermns

A7-Heating _and Air Conditioning or T-7-Heating, Ventilation and_ Air
Conditioning

+ AB-Engine Performance

Fleet Technicians must possess cenification from the National Institute for Automotive
Excellence (ASE) in the following content areas:

Al-Engine Repair of T1-Gasoline Engines
Al3-Manual Drive Train gnd Axles or T3-Drive Train

Ad4-Suspension and Steering or T5-Suspension and Sieering
AS-Brakes or T4-Brakes

Ab-Electrical/Electronic Systems or Té-Electrical/Electronic Systems

. " b

128



Recertification for employees holding the titles listed above will no longer be required.
However, any future training required by the Company will be provided on Company

tine and at Company expense.

If this agreement correctly sets forth our understanding, please concur by signing below.
Sincerely,

m%—x—, e Afics

Michae] Lynch Concurred;
Director
Labor Relations Annie Hill

Assistant 1o the Vice President
Communications Workers of America
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August 16, 1993

Mr. John R. Thompson

Administrative Assistant to the Vice Presidem
Communications Workers of America

District 7

8085 East Prentice Avenue

Englewood, CO 80111

RE: Greater Length of Service
Dear Mr. Thompson:

We have had discussions regarding the intem and application of (he provisions of Greater
Length of Service (GLS). Following is the agreement of the parties regording the
definition and application of GLS.

Greater Length of Service, or GLS, is the combination of an
individual’s Term of Employment (TOE) plus the following additional
periods of service performed by that individual which do not duplicate
the individual's Term of Employment (TOE): (1) service with any
Qwest subsidiary at least eighty percent (80%) owned or controlled by
Qwest, Inc,, provided the individual is transferred directly from such
subsidiary to another, regardless of the number of such direct transfers,
and {2) to the extent provided under the terms of a merger or
acquisition agreement (which the Company will attempt to negotiate
with a long term goal of consistency as to Union members), service
performed for a former company which, by merger or acquisition,
becomes a pant of the Qwest controlled group of entities. GLS shall be
used as the measurement of an individual’s length of Qwest service for
purposes of determining (a) the calculation of Separation Payment
Plan payouts, (b) eligibility to participate and vesting under the Qwest
Disability Plan, Qwest Group Life Insurance Plan, Qwest Health Care
Plan, and Qwest Savings and Investiment Plan (QSIP}, and (c) any
other purpose agreed upon by the Company under the terms of a
merger or acquisition transaction, ‘GLS shall not be used for purposes
of determining seniority (i.e. for vacation scheduling or surplus
declarations), ¢ligibility to participate or vesting in the Qwest Pension
Plan, or for purposes of determining the level, amount or duration of
benefits under any Qwest benefit plan identified in this paragraph,
except as such plan or plans may specifically provide otherwise (or as
provided in {c) abave).
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Should you agree that this letter reflects our agreement, please sign in the space provided.

Sincerely,

Karen L. Graves Concurred:

Direcior John R. Thompson

Labor Relations Administrative Assistant 1o the

Vice President
Communications Workers of America
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August 17, 2003

Ms. Annie Hill
Assistant to the Vice President

Communications Workers of America

District 7

8085 East Prentice Avenue
Greenwood Village, CO 80111

RE: Health and Wellness Advisory Committee

Dear Ms. Hill:

With the continued expressed strong concern relative to the 'escalating costs and quality
issues of health care services utilized by employees and their dependents, Qwest and
Communications Warkers of America agree to the continuation of a Health and Wellness
Advisory Committee,

It is the intent of the parties to continue effective utilization of the Health and Wellness
Advisory Committee as the forum to surface issues surrounding health care cost
containment and quality issues, and to explore, develop and implement programs such as
indicated (but not limited to) below:

1.

2,

LM

I

Maintain the maximum quality in health care services.

Examine the major factors influencing medical, dental and vision care
costs, particularly those which affect the Company and its employees.

Recommend cost containment measures as may be appropriate to control
and manage costs,

Review prescription drug cost increases and evaluate requiring a generic
substiution when the physician has not indicated to dispense as written.

Continue to examine the viability of plan design and economic structure
with the intent to change utilization patiems as a method to control cost
escalation,

Promote an educational process to raise employee awareness in the areas

of pteventive health, health care fitness, efficient use of the medical
insurance plan and the high cost of health care.
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Review the need for baseline health tests for employees in occupations
with potential long-term health risks.

Provide oversight to the Committee on Substance Abuse and the Qwest
Drug and Alcohol Policy.

Monitor the Independent Medical Evaluation {(IME) ptocess as used in the
administration of the Agreement with the understanding that an IME will
generally be used, if needed, after a review of a disability case by the
Disability Review Committee.

Review request for proposal (RFP) used to evaluate and select heaith care
plans. Make such modifications deemed appropriate to the RFP to further
efforts around selecting the best quality health plans.

The Company and the Union shall discuss in the Health and Wellness
Advisory Committee, the possibility of the Company offering Networks in
No-Network regions where the Company determines it to be appropriate
based on the availability, cost and quality of the Network and the number
of employees located in the respective area,

Maintain two (2) Health Benefit Coordinators for assisting all employees
in understanding and utilizing the health benefit processes, the FMLA

process and disability process. The Company and Union co-chairs shall

discuss the appoiniment of Health Benefit Coordinators prior to_final
selection,

The Company and the Union shall discuss in the Health and Wgllness
Advisory Committee, the definition of “health” and the overall intent of
the health plan.

Following ratificaiion_of the 2 ollective ining Agpreemen

Committee shall immediately begin discussion and evaluation of a
Preferred Provider Orpanization (PPO) or other plan designs which would
incorporate co-insurance requirements for in network services. Should the
Committee reach agreement on a new plan design, which includes an
implementation date of January i. 2005, it is apreed that the Committee
has the authority to do so and may proceed with implementation planning

and communijcation,
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The Committee will be charged with submitting periodic reports to the Union and
Company Bargeining Agenis regarding the efforts made to contain escalating health care
costs, the results of those efforts, and will be authorized to make changes in the Health
Plans which further the efforts to contain escalation of health care costs while preserving
the quality of health care for employees. The Committee will also be charged with the
responsibility of reviewing, revising and recommending design changes dealing with the
Qwest Disability Plans and Leaves of Absence in order 1o consolidate and formuiate
common plans across the region,

The Union members of this committee will be appointed by the Vice President of
Communications Workers of America, District 7, or designee.

Sincetely,
[#58
Cynthia Kok Congurred:
Director Anmnie Hill
Lahor Relations Assistant to the Vice President

Communications Workers of America
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August 17, 2003

Ms. Annie Hill

Assistant to the Vice President
Communications Workers of America
District 7

8085 East Prentice Avenue
Englewood, CO 80111

RE: Sob Swap Guidelines
Dear Ms. Hill:

As a result of negotiations with CWA, a provision was bargained in 1989 which allows
for accupational employees, under certain conditions, Lo “swap™ jobs.

With management concurrence ai both locations, Regular employees may initiate a
swapping of like positions within or outside an Organization. Job swaps can occur
within a Reasonable Commuting Area (RCA), within a particular state or across the
region. Such a swap is not intended 10 incur Company expenses; any costs associated
with a swap such as relocation, traveling, etc., are to be borne by the employees involved.

“Like” positions are defined as same title and comparable functions. To determine
comparable functions, little, if any, training would be involved on either end. Job swaps
shalt occur within the bargaining unit; employees cannot trade jobs between different
Union affiliations. Job swaps cannot occur between Regular Full-Time to Regular Part-
Time/Regular Term clasgifications or vice versa.

A job swap is originated by the employee(s). it is histher responsibility to locate and
identify a co-worker willing to participate in such a trade. This movement will occur
ouiside the provisions of the Post and Bid Process. OQccupational Staffing Office
personnel will not be involved as there is no self-nomination request to be submitted or
job vacancy to be filled. Self-nomination requests of employees who swap jobs remain
active unless the Qccupational Staffing Office is notified that the employee is no longer
interested in bidding for the posted vacancy. Employees who swap jabs remain ¢ligible

to participate in the Post and Bid Process.

Because job swaps occur outside of the Post and Bid Process, there are ne time-in
title/time-in-location requirements to be met either prior or subsequent to the swap.
“Swapping” employees will follow normal contractual provisions for selection of
vacations and tours. There is no guarantee employees can retain previously scheduled
vacations at the new location.
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Retreat provisions do not apply in a job swap situstion. Neither management nor the
employee may initiate a retreat following a job swap. If job performance becomes
unsatisfactory subsequent to a job swap, manageément will handle it under normal
performance guidelines.

Employees involved_in force lus situations cannot initiate job swaps, J Waps are

not to be utilized to either circumvent or *take advantage™ of force surplus conditions.

Individuals are not to trade § 5o thal_emplovees may opt for entitlements, such as
separation payments, in a particular area.

Each Organization must determine their own criteria in consenting to a job swap.

There are no established time frames to accomplish a job swap once it hos been
requested. [t is, however, in the besi interest of the Company and the employee(s) to
achieve the swap as soon as passible. i management decides a swap will not cccur,
feedback to the employees involved must include the rationale for the refusal.

Sincerely,
|#%/8
Q"‘f#ﬁ“ aww- e
Cynthip Kok Concurred:
Direclor Annie Hili
Labor Relations Assistani to the Vice President

Communications Workers of America
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August 16, 1998

Mr. John R, Thompson

Administrative Assistant to the Vice President
Communications Workers of America

District 7

BOZS East Prentice {\venue

Englewood, CO 80111 .

RE: Labor-Management Forums

Dear Mr. Thompson:

With the rapidly changing environment in aur industry, Qwest and the Communications
Workers of America have 2 commitment to work together to institute ¢ffective change in
the workplace. Labor-Management Forums may be established in each Organization 1o
accomplish our mutual goals of providing the highest quality of customer service,

supporting a workforce that is highly skilled and successful in our competitive markets,
and enhancing employment security.

The purpose of these Forums may include:

s To establish and maintain productive relationships between the
Communications Workers of America (CWA) and Qwest leaders.

s To share information, address and resolve business and emplayee concerns.

¢ To define the purpose, assign participants, provide resources, support and
assess the progress of sponsored panticipative initiatives within Qrganizations.

¢ To establish and implement communication structures with local unions,
CWA District 7, and other Labor-Management Forums,

* To work closely with the Bargaining Agents on any improvement elforts that
affect wages, benefits, hours or working conditions.

Forums, where desired, will be sponsored by the appropriate Organization and CWA
representatives.

Forums will consist of equal numbers of union and management representatives, and may

include the Organization Vice President, one (1) Labor Relations Manager, and one (1)
CWA District 7 representative.
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Appointments of employees to projects and committees which affect wages, benefits,
hours or working conditions will be by mutual agreement of the Union and the Company.
Such appointments will be prompt and based on relevant knowledge of the subject,
Ideally, people performing the targeted work will be appointed. Disputes in the selection
process will be resolved by the Labor-Management Forum, Written agreements between
the Company and Union will be made concerning expectations of such activities.

Qwest will provide excused paid time for all employees participating in such activities.
Joint training may also be provided.

Frequency and lengih of meetings will be determined by the members of the individual
Labor-Management Forum.

Sincercly,
¢ Horee
Karen L. Graves Concurred;
Director Jahn R, Thempson
Labor Relations Administrative Assistant to the

Vice President
Communications Workers of America
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st 17, 2

Ms. Cymihia Kok
Director |.abor Relationg
west

1801 Califomnia Street, Sie. 200
ver, CO 80202

RE; eraged Compensation Plan ~ Reasona jectives

Deear Ms. Kok:

who are Qvercd under the lerms and condmoni ol the Lcw:raggj Compensatlgg Plan (LCP), js

one of i oals during this roun niract negogtions, CW Bargainin m_i

itted to by lution i5 issue in 3 tpely anhd appropriate manner:

More j ntly, the Sal nsultan to have a ve. The any and the Union

to collectively address tl le for suc man ihe emplo working un

terms of the LCP. This is confirmed by reviewing the low attainment rates jn_many of the
ceaters.

The Leveraged Compensation Plan was bargained between the Union and the Company during

1995 conteact negotiations and went into effect January of 1996, The primary purpose of the plan
have & in place that w drive siron, ehue ce for th

and equitably compensate Sales Consnltants for the increased revenue dollars brought to he
ny for selli ucts and services, Since the jmplementati CP,_the Unign has

ly_ thousan niem ve throu ales Con t_title.
overwhelming majority of the Company’s employees, Union members, want the ability to sell
Qwest products and gervices while providing superior customer service, as well as cam the

money that w. mised at the inception of the pla ey want t ccessful.

in the _Owversight ifee, with entatives fi or.h th i d _th
any, have met to discuss issues an cerns specif] b mipensati

The issue that hag consumed the gvgrwhelmmg majority of the parties’ tlme has mvolvedaround

discussion_of sal ctives and a ent levels rea in relatipn: to_th jvi

The jssue ol “reasonable™ objectives hg beeny a contentious jssue to say the leagt. Both Ihg

Company _and ( ion_have usands of and hu of hours of time and
in_an_attempt 1o resolve the di ent betw £ i ies_hav t

through jnformal meetings, gricvance meelings, commirtee meetings, arbitrations, apd fedicial
rogeedin w changed contract lappuage. MNone of these avenues have resolved this

ion has yet rhitrati ing, which w ed early in 2
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Qur _collective attempts to ve the issue am t purselves have not resglved the issue;

fore, it js time for a pew & h. La: tho rties used an innovative approach and

waorked together to redesi € com nts of thg Levera m| uon Plan. We . 0
iffe onsulting fi who _assisted in gathering j ti d analyzing the ¢data. [1w

verv_helpful 10 have a fresh set of eyes. The other major diffevence was the jnvolvement of the

front line lovees who were Tm, the plan, There were_Sales Consultants e

mittees and us s d in_each of the affices wit th_managers and Sales

ongyltants. Additionall ere were_intervie ne_with_both CWA and Qwest leadership.
end results were degi lan nges, in both ral Busingss and umer, which we

| i and suppored by the majority of the Sales Consultanis. The plan was simplified
and containe mponemts that_provided focus on ncing revenue o roviding o positiw

CUStomer expetience,

use e siccess of this o, h, we have a g2 the same 2 h to lve thi
issue, e th mmit nicipants will_include outside consultanis, SC's and the
appropriate Qwest decisi kers n t 4 sense of ne e of the ongoin
frusiration o ang i§ isgu n _jnjtial meetj hall_take plac uickly as
ible, ihe wil completed no later than Oct 15, 2 c of ¢
igsues for di ion wil w 10 improve the e8¢ O Leve, ompensation Plan to
nefit em and_the n ifically, the percentage of employees who are
successful in meeting and_exceeding_the net_sales revenue objeciiv mnmitgee will
communicnte with the SC's while they are working thr th
The parties further apre the_pendin itrati n_reasonable gbjectives will not 1d
befqre November 1, 2003.
ou le i {ow.
Singerely,
Anpie Hill Concurred;
Assistant o the Yice President Cynthia Kok
Communications Workers of America Digector

Labor Relations
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August 16, 1998

Mr. John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of America

District 7

8085 East Prentice Avenue

Englewood, CO 80111

RE: Local Agreements
Dear Mr. Thompsan:

After much discussion about Local Agreements, it is agreed that effective January |,
1999, Local Agreements must include the following:

Signature of Local President or designee

Signature of appropriate manager

Length of agreement

Either party can reopen negotiations. !f no agreement is reached, the current
agreement will remain in effect.

e

It is also agreed that current Local Agreements which do not include the above, will
expire on December 31, 1998, and any new Local Agreements must include the
preceding four elements.

Sincerely,

Karen L. Graves Concurred;

Director John R. Thompson

Labor Relations Administrative Assistant to the

Vice President
Communications Wotkers of America
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August 17, 2003

Ms. Annie Hill

Assistant io the Vice Pregident
Comnwmnications Workers of America
Digtrict 7

80 ntice Avenue

Greenwood Village, CO 80111

RE: al ments on Overtime Administration in the Network Organization

Dear Ms. Hill:

ignificant discussions occurred during contract negetiations aboul overtime inistration and
the ability of the local ynion and management teams to have local a ents nsiderpbl
con x| e ing fair and consisieni_overtime adwinistration and the any’

ilin meet customer needs man cost effective

h e of this letter is to sddress these issygs within the Local Net ot} tion
mpany_and | nion _shall have a local agreement o uidelines and proce for
overti ministration within the Local Network fizld and OCS izatigns. This requiremen
for Jgeal agreements will be_implemented within the i&M/Construction field organizations and

th ani n is 1 etter of Agreemem shall g to workeraups that made up of
icipn, Cuslomer ‘t'echpician. istant Technician titles.

riteria that mu: discussed in al| local agreements are;

»  Whethep oventime will be offered first to vglunteers

] ompany’s right 10 manage overtime riunilies to the 49™ h
*  When cusiomer seevice needs a t met through volunteers the Compmy hag the ability to

le mandatory gvertime

L] velopment of a pr 1o track equal_distribution of overtime by e ee_on an annual
basis

. ess 10 add vertime ca ing peak load peri

Thig Letter of Agr nt ig jn effect th ust 13, 2005,

Sincerely,

(gt e bt

Cynthip Kok Concusred:

Diregtor Annig Hil

Labor Relatiopg Assistant to the Vice President

Communicationg Workers of America
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August 17, 2003
Ms. Annie Hill

Assistant 1o the Vice President

Communications Workers of America
District 7

8085 East Prentice Avenue
Englewood, CO 80111

Dear Ms, Hill:
RE: Lump Sum Pension Option

-

The parties have reached an agreement in the following area:

Employees eligible under the Pengion Plan to receive their pension benefit ma

receive that benefit in a lump sum.
This Letter of Apreement shall be effective for the term of this Collectivg Bargaining

Agreement.

Singerel

(4 A Coe 1ha

Cynthia Kok Concurred:

Diregtor Annie Hill

Labor Relations Assistant to the Vice President

Communications Workers of America
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Augast 16, 1998

Mr. John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of America

District 7

80835 East Prentice Avenue

Englewood, CO 80111

RE: WNational Pubiic Policy Common Issues Forum
Dear Mr. Thompson:

The Company and the Union recognize cthat continuing changes in the
lelecommunications industry require constant examination of the laws and regulations.
Quite ofien the positions taken by the Company or the Union on these national issues are
compatible and more leverage could be gained with individual Public Pelicy makers if
there were discussions regarding the respective positions.

The parties have agreed 10 continue the National Public Policy Common Issues Forum
which will:

(a) Facilitate communication on Public Policy issues of interest to both
partics,

(b)  Provide an opportunity for both parties to explore creative solutions to
Public Policy issucs,

(¢)  Facilitate understanding of each party's position and avoid unnecessary
dispules by addressing significant diflerences early in the process,

(d)  Provide an opporiunity for greater leverage on Public Policy makers when
positions are compatible,

The parties recognize that national issues may be mirrored in various state forums. In
such instances, consistemt messages a! both levels may be helpful. Accordingly, the
parties agree that this forum may, from time to time, identify such issues and provide
approptiate data to local representatives of the parties. While this forum may provide
information, advice and counsel, and coardinate with state councils, the parties recognize
that the state councils are autonomous entities.
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‘The Forum shall be comprised of equal numbers of Union and Company representatives
with total membership not exceeding ten (10). Meetings will be convened by the parties
at least quanterly at mutually agreeable places and times. The members of the Forum
shall determine its structure, agenda and operation.

The Union members of the Forum shall be appointed by the Vice President of
Communications Workers of America, District 7, or designee. The Company members
shall be appainted by the President of Public Policy.

Sincerely,

Karen L. Graves Concurred:

Director John R. Thompson

Labor Retdtions Administrative Assistant to the

Vice President
Communications Workets of America
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August 17,2003
Ms, Annie Hill

Assistant to the Vice President
Communications Workers of America
District 7

B0RS East Prentice Avenue

Greenwood Village, CO 80111

RE: Occupational Safety and Health Commiuee

Dear Ms. Hill:

The Company and Union recognize the importance of a strong safety program and the
continuing need Lo promote better understanding and acceptance of the principles of
safety by employees for their own safety and that of their lellow employees, customers,
and the public in general.

The Company and the Union agree 10 support the Muwal Occupational Safety and Health
Commitiee (MOS&HC) which shall consist of not more than four (4) representatives
each from the Company and the Union {10 be appointed by the Company and the Union
respectively). The Union members of this committee will be appointed by the Vice
President of the Communications Workers of America, District 7, or designee. This
committee shall;

s Evaluate safety concerns in the Qwest territory and shall make
recommendations regarding ongoing program changes where needed relaiive
to occupational safety and health. ~

¢ Mainlain a process for identifying and resolving occupational safety and
healih issues as they arise.

¢ For mutuslly agreed upon issues, establish jointly managed projects or
innovative countermeasures to address the issue. These projects or
countermeasutes will be limited in scope, membership and time frame and
will result in specific predetermined deliverables or outcomes.

»  Assist each Mutual State Committee with the implementation of programs and
resojution of issues within their organizetions or Jocalities.

* [Dhscuss ergonomic igsues, which are important_to both the Union and the
Company.
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State Safety Committees:

Each State will have a safety committee made up of a Company and Union Co-Chair.
Other members of these committees will be appointed equally by the Company and
Union respectively with consideration of the geographical, organization, state OSHA
laws and local Union makeup unique to each state. These committees shall not be larger
than eight (8} people (four (4) representatives each from the Company and the Union).
Exceptions to this number shall be subject to the approval of the MOS&HC. Each state
commiittee shall formally meet four {(4) times a year to identify and resolve safety issues
within the state. Union and Company Co-Chairs may meet as necessary between
meetings to address pressing issues. State committees will work to educate and expand
awareness of safety within the Company. The ultimate goal is to resolve safety issues at
the lowest level possible. State safety commitiees will act as a mechanism
recommending resolution of local safety issues or escalating issues to the MOS&HC as

appropriate.

Sincerely,
I
Cynthia Kok Concurred;
Director Annie Hill
Labor Relations Assistant 10 the Vice President

Commmunications Workers of America
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August 16, 1998

Mr. John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of Anterica

District 7

8085 East Prentice Avenue

Englewood, CO 80111

RE: PATHWAYS To The Future
Dear Mr. Thompson:

In the ongoing environment of rapid technological changes and competitive entries into
the telecommunications marketplace, both parties recognize the benefils in continuing to
offer employees an education and training program for skills enbancement and career
development. The program provisions are as follows:

FUNDING: The Company will provide, at Company expense, the
PATHWAYS To The Future Program, as developed by Training Partnerships, inc.

PURPOSE: The purpose of PATHWAYS is to promote life long learning
through educaiional opportunities which meet individual needs, provide personal and
career choices, and create a flexible and skilled workforce so that the employees, the
Company and the Union are prepared to fully participate in a changing and diverse
marketplace.

GOVERNANCE: PATHWAYS To The Future is govemed by Training Pannerships,
In¢. (TP1}, a Company and Union non-profii cotporation. The Co-Directors, one (1)
Union and one (1) Company, will be appointed by the TPI Board of Directors to assist in
implementing the PATHWAYS program.

ELIGIBILITY: PATHWAYS To The Future is an educational benefit program for
employees 10 use for education and training outside their current job. All Regular Full-
Time and Regular Pan-Time employees with & minimum of six (6) months Ternmn of
Employment {TOE) will be eligible to participate in PATHWAYS.

PARTICIPATION: PATHWAYS-provided education and training wili be separate and
distinguished from an employee's current job specific training. PATHWAY S-sponsored
education provides for education and training for skills not expecied or required in the
employee’s current job. Participation in the program is voluntary and is on an
employee’s own time,
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EXCLUSIONS: Alternatively, Company-sponsored “job specific” training will
include, but is not limited 10, expected and/or required training for the employee’s current
job assignment. Therefore, “job specific” wraining is to take place on work time and is to
be paid for by the Company (Organization), and will not fall under the provisions or
funding by PATHWAYS, The Company and Union Bargaining Agemts with the
assistance of the TPl Board, will determine the best process for assessing and moniloring
the exclusions to the PATHWAYS To The Fuiure Benefit Program.

ADVOCATES: To support employees in their commitment to continuing
education and life-long learning, Advocates shall be appointed and Advecate Conunitlees
shall be established. These commitices are co-chaired by union and management
advocates. While time off for Advocates to perform their duties is voluntary time,
instances may arise where the Company and local union may mutually agree 0
compensate the Advocate Comimitiees with paid time off under Section 1511 of this
Agreement {Excused Paid Time-Union Management Meetings). Reimbursable expenses
such as supplies, milcage, lodging, meals, may be mutually agreed upon at the local level.

ADVOCATE CONFERENCE FUNDING: In support of the Advocate network,
one PATHWAYS Advocate Conference will be funded during the life of the 1998
Agreement. Time off to attend this conference will be paid under Section 15.11 of this
Agreement. Reimbursable expenses will be paid to the employees by PATHWAYS, per
the provisions of this contract.

PROGRAM SUMMARY AND DESIGN CHANGES:

1. No Cap Undergraduate Degree Option — two (2) or four (4) year Associate or
Bachelors degrees through accredited schools under the PATHWAYS eligibility
policy. Provides up to three hundred dollars ($300) per calendar year of personal
development.

2. Two thousand one hundred dollars ($2,100) Tuition Cap for Continuing
Education Option - Includes up to three hundred dollars (3300) for personal
development. It covers a variety of continuing education options such ag eredit
and non-credit courses, cenificate and license programs, technical training, and
vocational courses.

3 Essential Skills - No Cap - Essential skills are defined as the skill requirements
for future job functions where skill gaps or shortages exist today or will exist in
the furure. The Departinents are encouraged to identify their essential skitls for
inclusion in this option. The TPI Board of Directors will determine eligibility of
courses, classes and programs under this option, Where such courses, classes and
programs are required for an employee’s currem job, PATHWAYS will not fund
it, (Note: “EXCLUSIONS" as defined above.)
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In addition to pre-paid tuition, these options incfude carcer planning, assessmenl,
fees and boak reimbursemnent paid per PATHWAYS policies.

Employees may participaie in the following ways:

The Mo Cap Undergraduate Degree option.

The No Cap Undergraduate Degree option and the Essential Skilts option.
The two Lhuusar;d one hundred dollars ($2,100) option.

The Essential Skills option and the two thousand one hundred dollars ($2,100)
option.

4, Separated Employees - Employeces who separate from Qwest under the provisions
of Article 19 or Article 23 will be cligible 10 participate in the PATHWAYS for
Separated Employees Program. This program includes the following provisions:

(a) Program eligibility period is twenty-four (24) consecutive calendar
months. The rwenty-four (24) month period will stant no later than twelve
(12) months from the employee’s separation or eatlier if the employee
enrolls in courses or classes within the initial twelve {12) month period .
from separation.

(b) Not more than ten thousand five hundred dollars ($10,500) will be
reimbursed at a maximum of five thousand two hundred fifly dollars
(55,250) per twelve (12) month period to include toition, fees, books,
personal development and applicable taxes.

{c)  Applicabfe taxes are withheld from these reimbursements.

In conclusion, the PATHWAYS To The Future Program supports life-long leamning
opportunities for Qwest employees and CWA's members.  Education and training is a
competitive advantage. Continucus leamning opportunitics are essential to our collective
success in the future,

Sincerely,

Hreishonea, ?edrﬁ,,..

Karen L. Graves Concurred;

Director John R. Thompson

Labor Relations Administrative Assistan! 1o the

Vice President
Communications Workers of America
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August 16, 1998

Mr, John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of America

District 7

80845 East Prentice Avenue

Englewood, CO 80111

RE: Payroll Policies
Dear Mr. Thompson:

As was discussed during recent negotiations, payroll pelicies (specifically regarding
overpayments and underpayments) may need to change due to unforeseen circumstances,

When this occurs, the policy changes will be reviewed with the Company and Union
Bargaining Agents prior to impletnentation.

Sincerely,
F Hoee
Karen L. Graves Concwurred:
Director John R, Thompson
Labor Relations Administrative Assistant to the

Vice President
Commumnications Workers of America
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August 17, 2003

Ms. Anaie Hill

Assistant to the Vice President
Communications Workers of America
Diswrict 7

3085 East Prentice Avenue

Greenwood Yillage, CO 80111
RE: Pension Band 120

Dear Ms. Hill:

During 1989 collective bargaining, agreements wete reached_on specific tile_changes

which regulted in pension band impact to certain former Northwestern Bell (NWB) Zope
i titles. This occurred_in both the WEST (now Qwest) and former BRI bargainin

unit._Employees holding these titles were in_Pension Band 120 under the 1986
Agreement and would have moved to Pension Band 119 under the above-referenced title
change agreements,

The impacted titles were as follows:
Facility Specialists

Network Systems Technicians
Switchboard Technicians

Testing Technicians

Toll Terminal Technicians
Communications Channel Technicians

Communications Channel Specialists

Building Specialists
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The_following is osed relative to protection of Pension Band 120 for the originall

impacted emplovees:

Employees in the listed titles on August 13, 1989, will remain in Pension_Band
120 for the life of the 2003 Apreement. We will provide vou with a listing by

name of the individuals impacted,

Employees who have moved into these fitles (or their translated titles) since
August 13, 1989, will be placed in Pension Band 119.

Any employee whe has moved or will move out of these titles during the life of
this Agreement will no longer be protected.

Any future changes during the life of the 2003 Labor Agreement that would impact
Pension Bands could make this agreement null and void.

IF the above accurately reflects our understanding, please sign in the space provided
below.

Sincerely,
G
Cynthia Kok Concurred:
Director Annie Hill
Labor Relations Assistant to the Vice President

Communications Workers of America
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August 16, 1998

Mr. John R. Thompson
Administrative Assistant to the Vice President
Communications Workers of America

District 7

8085 East Prentice Avenue
Englewood, CO 80111

RE: Priority Personal Days

Dear Mr. Thompson:

During 1998 Bargaining, the Company and the Union spent a significant amount of time
discussing the Union's desire to also consider the needs of the employee when
determining the needs of the business. The Company and the Union agree to have local
union and Company representatives set the parameters and implementation guidelines for
each work group. These local representatives will have the latitude to address the
following issues:

(a)
&)
()
(d)
(e)

]
(®

{h)

whether to increase the number of priority personal days

how priority personal days and excused non-paid time interact
whether certnin days need to be exempt

increments in which priotity personal days may be taken

frequency in which priority personal days may be taken (i.e., one per
quarter)

procedure to request a priority personal day

a reasonable amount of priority time will be made available every day
with the exception of holidays which may be blocked

whether daily caps are needed in some cases to minimize negative impact

on customers. (If necessary, priority personal days would be granted on a
first~come, first-serve basis.)
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Local representatives should be creative and develop guidelines which work best for their
work group and empower employees to manage their work and personal lives. If the
local representatives are unable to reach agreement on the guidelines, the Company and
Union Bargaining Agents may assist with the resolution,

Sincerely,

Karen L. Graves Concurred:

Director John R. Thompson

Labor Relations Administrative Assistant to the

Vice President
Communications Workers of America
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August 16, 1998

Mr. Jobn R. Thompson

Administrative Assistant 1o the Vice Presidem
Communications Workers of America

District 7

R0R5 East Prentice Avenue

Englewood, CO B0

RE: Qwest/ Communications Workers of America Diversity Commitice
Dear Mr, Thompson:

Recognizing the imponance of each employee in Qwest becoming aware of and adhering
(o the principles of diversity, equal employment apportunity, and affirmative action, the
parties agree to conlinue the Equal Employment Opportunity and Affirmative Action
Commintee (EEQfAA) now named Qwest/Communications Workers of America
Diversity Commitice (Qwest/CWA Diversity Comenittee),

The primary focus of this commitice will be 10 help the Company move toward an
environment that is devoid of racism and sexism as well as embracing diversity in ail
aspects of the business.

In this respect, the commitiee will wark with the leaders of the Diversity Center to
promote diversity and EEO/AA by helping to remove the subtle and oven barriers to
diversity in the workplace.

The role and scope of the committee shall include:

1. A focus on barriers te diversity al the front-line of the Company and the
Union.

2. Commissioning a tagk force, as needed, to help identify and climinate
perceived barriers.

3. Recommending tools/products that help each employee understand what
diversity means at Qwesl,

4, Providing feedback 10 the Company and the Union on perceived barriers
or issues that hinder the progress of diversity in the workplace.




This committer will be composed of three (3) representatives from both the Company
and the Union and will meet at least four {4) times a vear. In addition, the commitiee
tnay review with the Company and the Union Bargaining Agents when the need for more
representatives may be needed during this Agreement.

Sincerely,

Karen L. Graves Concurred:

Director John R. Thompson

Labor Relations Administrative Assistant to the

Vice President
Communications Workers of America
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August 16, 1998

Mr. John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of America

District 7

80835 East Prentice Avenue

Englewood, CO 80111

RE: Qwest - Organization Structure
Dear Mr. Thompson:

The Company and the Union recognize the continuing changes in the organizational
structure of the business it the context of administration of Articles 7, 19, 20, and 21. As
you know, the names, size, numbers, and relationship within and between organizations
have and will continue to reflect what we believe s the best structure for delivering
customer service. As such, the organizational structures and names are likely to continue
to change and evolve over time.

As we have discussed, the Company determines organizational struclures and names and
will keep the Union Bargaining Agent advised of such changes in a timely manner and
discuss the impacts, if any, on the administration of the provisions outlined in Articles 7,
19, 20, and 21. The Company and the Union Bargaining Agents will mutually agree on
any modifications of the administration of these provisions that become necessary as a
result of organizational structure changes based on the above definition.

Sincerely,

Karen L. Graves Concurred:

Director John R. Thompson

Labor Relations Administrative Agsistant to the

Vice President
Communications Workers of America
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Aupust 2003

Ms, Annie Hill

Assistant 1o the Vice President
Communications Workers of Ametica
District 7

80835 E. Prentice Avenue

Greenwood Village, CO 80111
RE: Qwest Uniform Program
Dear Ms. Hill:

The Company and the Union have agreed to a voluntary clothing program for customer
facing emplovees in the Network snd Poblic organizations in the following titles:
Network Technician, Central Office Technician, Customer Data Technician, COE
Technician, Publi¢c Telephone Technician, Coin Collector, Antenna Technician, Assistant
Technician, Customer Service Specialist, and CPE Technician, Two (2} additi tit)
Frame Auendant an ly Auendant, ma icipate on a limited basis a ribed in
the plan. The following sets forth the terms of this agreement:

L An employee's participation in the clothing program is voluntary. Once,
however, the employee opls to participate in the clothing program, he or she must
continue for the period of the current Collective Bargaining Agreement.

2. When an employee elects to participate in the clothing program, he or she will be
able to order items from a list of available uniform items priot 1o the beginning of
the program. The Company will also provide two CWA pins to each employee
who elects to participate in the clothing program. The design and supplier of
these pins will be approved by the CWA. The Company and the Union will
continue tg discuss the possibili t loyee having the choi

pin or paich.

3 Each participant is required to wear the article of Qwest clothing provided during
their tour of duty. The goal is to have our gmployees appear to the customer as the
professionals they are. Accordingly, the Company expects participants’ clothing
to be neat, clean and well maintained, including jeans or overalls. The CWA
agrees to endorse this program and encourage full participation by its members.

9, To the extent the value of the clothing articles provided to employees under this
program is taxable, the taxable amount will be “grossed up.”
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5. This agreement will terminate on August 13, 2005, unless otherwise negotiated by
the panties. FEither party may re-open negotiations. 1 no other agreement i5

reached this agreement will remain in effec.

Sincerely,

(At 7y

Cynthia Kok Concurred:

Director Annie Hill

Labor Relations Assistant 19 the Vice President
Communications Workers of Americ:
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August 17, 2003

Ms. Annie Hill
Assistant to the Vice President

Communications Workers of America
District 7
BOBS East Prentice Avenue

Greenwood Village, CO 80111
RE: Retiree Health Care

Dear Ms, Hill:

This letter will confirm our agreement regarding retiree health care and the provisions
surrounding retiree health care caps:

(a) The Company shall contribute funds (by direct payment and/or paymenis made
from the Company sponsered trust funds or other Company sources} for the
acwual aggregate Qwest Health Care Plan ("Plan") costs (excluding Plan ¢coverage
Medicare Part B premiums capped at 1995 reimbursement level) for Union
represented emplayees retiring from the Company (and their Class 1 dependents)
in each calendar year afler 1990, up to a total Company contribution of not less
than the single amount calculated as the sum of the costs in all Coverage
Categories (i-e., the sum of column (D)) in the following restructured schedule:

{A) Coverage {B) Cost Cap {C) Multiple Factor (D) Total Category
Category Cast

Under age 65 $4,960 Total adults (retirees + (B)x (C)

adult spouses)

Child(ren) {incL $2,070 Total retirees who (B)x (C)

students & cover | or more

handicapped) children

Age 65 and over, $2,570 Total adults (retirees + By x (CY

adults Spouses)
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With respect to individuals retiring on or after January L, 1991, (except employees who retired
under the 1992 ERO), the Company reserves the right to assess individual premiums (which, if
assessed, shall vary based on whether the individual is over or under the age of sixty-five (65))
and the type of Plan coverage {adult, child) as an altemative method of funding Plan cosis in
excess of the aggregate amount of Company comributions calculated across al{ categories under
the above schedule. If in a given Plan vear, the costs for one of the Coverage Categories (e.g.,
Under age 65, adult) exceed the maximum Company contribution for that category, but the total
costs for all Coverage Categories do not exceed the maximum Company contribution on an
aggregale basis [(i.e., the sum of column (D)), then no retired employee would be required 10
make a contribution for the Plan year. However, no retired employee shall be required to pay any
contribution wward Plan costs far coverage prior 1o January 1, 2006,

[f the Cost Caps in the above schedule are increased in any bargaining coniract between the
Union and the Company entered into alter expiration of this contract, the Campany will adjust the
Cost Caps in the above schedule 1o maich the increased Cost Caps as bargained.

(b) For employees who retire on or afler January 1, 1991, 1he Plan shall provide benefits
equivalent to the average actuarinl value (subject to the possibility of the Company's
assessment of premiums as set forth in paragraph () of this Section) of the benefits
provided from time to time under the health care plan for active occupational employees,
and the Company shall continue to have the right 10 smend such benefits subject to
negotiations. This paragraph will apply 1o employees who retired under ERO only to the
extent it is consistert with the 1992 "ERO" health care commitment.

(c} For active and future retired employees, there shall be no lifetime maximum on the
amount of benelits available from the Plan during the term of this Agreement.

{d} With respect to individusls retiring on or after January I, 1991, effective January 1, 1996,
the Company will cap the Medicare Part B reimbursement at the 19935 rate of fory-eight
dollars and ten cents {$48.10) per month.

Sincerely,
(AR
Cynthia Kok Concurred:
Director Annie Hill
Labor Relations Assistant to the Vice President

Communigations Workers of Ametica
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August 17, 2003

Ms. Annie Hill

Assistant to the Vice President
Communications Workers of America
District 7

8085 East Prentice Avenue
Greenwood Village, Colorado 80111

RE: Student Classification
Drear Ms. Hill:

The purpase of this letier is to confirm the understanding that the Company and the
Union have reached regarding the implementation of the Student classilication,

The number of employees placed in this classification will be limited to two hundred
(200} Students. The Company will determine the |ocations, organization, and titles to be
populated. Placement in the Studemt classification will not occur until a student
verification i5 made through school transcripts at the time of hire. To remain in the
Swedent classilication, verification of transcripts will take place at the end of each guarter
Or semester.

Employees hired into the Student classification must be considered a full-time student by
the educational institution they attend. The terms of Articles 11, 12, 13, 14, 19 and 23
shall not apply to Students. Student employees shall not participate in the Qwest Health
Care Plan, Group Life Insurance Program, Qwest Disability Plans, Long Term Care Plan,
or any other cmployee benefit plan which does not expressly include Student employees
as a class of employees.

The Student will receive a lump sum payment based on a verifiable Grade Point Average
(GPA) of 3.0 or greater, and must have satisfactory performance and attendance, The
lump sum will be five hundred dollars (3500) per quarter grading period or seven
hundred and fifty dollars'(s’!SO} per semester grading period to a maximum of two
thousand doblars ($2,000) per calendar year.

Student employees will not be guaranteed a mininum or maximum number of scheduled
hours in a calendar year. Student employees will not be involuntarily scheduled for a
tour shorter than three (3) hours. Student employees, regardless of their title, may be
scheduled for split tours. The Student employee is a separate work group for scheduling
purposes. The scheduling of Student employees shall not negatively impact the
availability of desirable hours and days of work for Regular employees.
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If the Compsny ends the assignment of an employee. in the Student classification aller the
emplovee has stanted a pew semesier or guarier, the Company will pay the lump sum
ayment 50 long as the Student meets the criteria set foril VE

Sincerely,
i
Q’“’B"@M gw ks
Cynthiz Kok Concurred:
Director Annige Hill
Labor Relations Assistant tg the Vice President

Communications Workers of America
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August 16, 1998

Mr. John R. Thompson

Administrative Assistant to the Vice President
Communications Warkers of America

District 7

8085 East Prentice Avenue

Englewood, CO 80111

RE: Supplemental Paymeni Cities

Dear Mr. Thompson:

This will confirm our understanding regarding Supplemental Payment Cities. The
Company and the Union recognize that special conditions exist in certain cities in the
Qwest temritory that impact the Company’s ability to attract and retain employees. For
that reason, the Company and the Union agree to the following:

An employee whose most current Primary Reporting Place (PRP) is within the city limits
of a city listed below, will receive a supplemental payment as shown. This payment shall

continue so long as the employee’s most current PRP is located in one of these cities:

Supplemental Payment Cities

$95.00 Per Week $125.00 Per Week
Craig, CO Aspen, CO

Crested Butte, CO Avon, CO

Durango, CO Breckenridge, CO
Frisco, CO Diflon, CO
Granby, CO Glenwood Springs, CO
Hailey, ID Jackson, WY
Heber City, UT Rifle, CO
Ketchum, ID Silventhome, CO
Los Alamos, NM Vail, CO

Park City, UT

Ridgeway, CO

Santa Fe, NM

Steamboat Springs, CO

Telluride, CO
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The supplemental payment shall enter into computation of overiime pay as required by
law, but will not be pant of basic wage rate for any other purpose, nor enter into
computation of any payment under the plans for employee's pension, disability benefits,
or any other fringe benefits or differentials.

This agreement may be canceled by either party by giving thirty (30) days wrilten notice

to the other party,
Sincerely,
fdfé,...«.
Karen L. Graves Concurred:
Director John R. Thompson
Lazbor Relations Administrative Assistant (o the

Vice President
Communicalions Workers of Amterica
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August 16, 1998

Mr, John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of America
District 7

8085 East Prentice Avenue

Englewood, CO 8011

RE: ‘Tax-Exempt Trust
Dear Mr. Thompson:

The Company shall contibue to maintain and/or establish one or more tax-exempt trusts
under Section 501(CY9) of the Intemal Revenue Code for the purpose of funding some
or all of the following benefits for eligible employees and retirees, their eligible
dependents, andfor their designated beneficiaries; life insurance, sickness, medical,
accident and other allowable welfare benefits. The level and timing of all contributions
to such trusts and trust reserves shall be determined in the sole discretion of the Company
subject to any applicable limitations under the Intemal Revenve Code. The funding of
post-retirement medical benefits, and such other benefits as the Company shall deem
appropriate, shall be separately accounted for within the trust.

Sincerely,

Karen L. Graves Concurred:

Director John R. Thompson

Labor Relations Administrative Assistant to the

Vice President
Communtcations Workers of America
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August 16, 1998

Mt. John R. Thompson

Administrative Assistant to the Vice President
Communications Workers of America

District 7

2085 East Prentice Avenue

Englewood, CO 80111

RE: Telephone Concession Service

Dear Mr. Thompson:

This will confirm our understanding regarding Telephone Concession Service,

It is the intent of Qwest to provide Telephone Concession Service based on the following

terms and conditions.

Effective April 1, 1999, continuation or establishment of concession service is contingent
upon all current and future employees signing up for Qwest AutoPay Service,

Employees with less than thirty (30) years service

50% Local Service
50% Intra-lata Toll

Employees with thirty (30) years or more service,
Service Retirement or Disability Retirement

100% Local Service
100% Intra-laia Toll

Eligibility Rules:

Concession ltems:

Eligibllity Rules

All Regular Full-Time, Regular Pant-Time
and Regular Term ¢mployees with first day
of employment.

Concession is applicable to any residential
revenue-producing product and/or item of
service that is offered as an oapproved
concession provided by Qwest,
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Death of Employee:

Termination:

Retired:

Leaves:

Concession would also apply to non-
recurring  service charges for items
available at concession.

The concession rate shall be continued until
the second billing peried after death.

Concession ends on date of termination.

Concession rate to be one hundred percent
(100%) a1 time of service or disability
retirement whether or not employes has
thirty (30) years of service.

Concession eligibility during leaves shall be
spelled out by Company policies.

Employees are eligible for telephone concession service only on products or services

provided by Qwest.

Sincerely,

Ao

Karen L. Graves
Director
Labor Relattons

5 Hpea

Concurred:
John R. Thompson
Administrative Assistant to the
Vice President
Communications Workers of America
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August 16, 1998

Mr. John R. Thompson

Administrative Assistant to the Vice President

Communications Workers of America

District 7 -
8083 East Prentice Avenue

Englewood, CO 80111

RE:  Union Representation Rights For Occupational Employees
Dear Mr. Thompson:

As a result of recent contract negoliations, the parties have agreed w0 include this Lener
of Agreement in the Agreement.

The purpose of this document is to provide forther clarification on when an employee is
enlitled to have a steward present during a meeting with management. An employee has
the right to a union representative, upon request, in investigatory interviews, and when
discipline is being administered.

An investigatory interview occurs when a manager questions an employee about his or
her conduct or performance. In this circumstance, if the employee has o reasonable belief
that disciplinary action may result from the interview, he ur she has the right 10 have a
union representative present upon request.

Discipline is defined, per Article 17, as “warnings which are going 10 be recorded in the
personnel [ile, suspension, demotion, or dismissal for just cause™. Furthermore, per the
Occupational Employee Performance Plan (QOEPP), discipline occurs when an employee
15 not meeting standards, or complying with Company policy, and corrective action is
taken.

There is no contraclual or legal entitlement for an employee lo have a union
representative present any time he or she meets with management, Therefore, when
meeting with an employee, it is imperative for a manager 10 clearly state the purpose of
the discussion.

Periodic performance reviews are an important part of employee development and
sustained productivity, If, during one of these discussions, the manager questions an
employee about his or her conduct or performance, and the employee has a reasonable
belief that disciplinary action may result from the interview, he or she has the right 10 a
union representative upon request. However, there i3 na entitlement to uvnion
representation if the stated intent is not to take disciplinary action as a result of
information gained in this meeting.
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Examples of Manager - Employee
Meeting

Employee orientation on Company policies
and/or workgroup standards.

Performance review - employee meeting
standards, with no supervisory reference
made to OEPP disciplinary action.

Performance review - employee meeting
standards, possible QEPP disciplinary
action discussed, no documentation
recorded in personnel fite and the
discussion will not be relied upon should
disciplinary action become an issue in the
future.

Performance review - employee meeting
standards, possible OEPP disciplinary
action discussed, documentation is
recorded in personnel file,

Performance review - employee not
meeting standards, OEPP disciplinary
action discussed or applied, documentation
is recorded in personnei file.

Driscussion with employee to advise that,
based on an alleged violation of Company
policy, he or she is being sent home,
suspended without pay, pending further
investigation.

The OEPP is a Company policy, and like others should be covered with all employees
annually. This coverage is the Qrientation phase of the OEPP. Therefore, it meets the
just cause criteria that employees know the consequences of poor performance. This
coverage is not a disciplinary action and does not require application of Article 17 of the
contract. It is an informational coverage with no current negative consequences for an

individual employee.
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Employee Entitled To Union
Representation

No

Mo

No

Yes

Yes

Yes




Developmental plans are appropriate for all employees to ensure continuous
improvement, Discussions about these plans are not considered disciplinary. Therefore,
union representation is not an entitlement in these sessions as long as management does
not refer to potential, future disciplinary action.

Corrective action plans are developed when employees become unsatisfactory, and
discipline is administered in accordance with the OEPFP .

Sincerely,

Karen L. Graves Concurred:

Director John R. Thompson

Labor Relations Administrative Assistant to the

Vice President
Communications Workers of America
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ADDENDUM 4

FAMILY ISSUES

LEAVES OF ABSENCE

Section A4.1 CARE OF NEWRORN, ADOPTED, OR FOSTER
CHILD LEAVE

The leave for care of a newborn, adopted, or foster child is without pay and shall, with
required approval, be for a period of up to one (1) year. The leave will be granted for an
initial period of six (6) months, but may extend 1o one (1) year. When determining the
petiod of leave to be granled, the Company will take into consideration the desires of the
employee and the needs of the business.

While on leave, benefit coverage for eligible employees shall, 1o the extent provided 10
active emplayees, be as follows:

Death Benefit - Company pays for the period of the leave {up 10 one (1) year).

Basic Group Life Insurance - Company pays premiumi for the period of the
leave {up to one {1) year).

Qwest Health Care Plan/HMO - Company paid coverage continues for the
duration of the Jeave on the same basis as for the employee's active employment.

Dental - Company pays for the first six (6) months. Employee covers the
balance.

Supplementary Group Life Insurance and Dependent Group Life Insurance
- Employee covers the cost of the premium.

Qwest Disability Plan - Available after the leave if the employee is disabled at
the end of the leave.

Service Credit - Upon reinstatement at expiration of the leave, the employee will
be granted service credit for the entire period of the leave.

Employees who are granted a Leave of Absence for the Care of Newbomn

Childten (CNC) will be entitled 1o guaranteed reinstatement to one of the
following:
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{a) If the employee is granted a leave of absence and returns within six (6)
months, the employee will be placed in the same job.

(b If the employee is granted a leave of absence and retums between six (6)
and twelve {12) months the employee will be placed in a position of like
staws and pay.

{c) During the first six (6) months of the CNC leave of absence which begins
at the end of the disability period, if applicable, following the birth,
adoption, or placement of a foster child or children, the employee may
return to her/his position on a part-time basis upon mutual agreement of
the employee and the immediate supervisor. By mutual agreement of the
immediate supervisor and the employee, this pan-time work may be
extended an additionat six (6} months.

Section A4.2 FAMILY CARE LEAVE
Family Care Leave(s) will be administered as follows:

The Family Care Leave is without pay and shall, with required approval, be for a
total period of up to twelve (12} months within a two (2) year period. The
emplovee shall be puaranteed reinstatement at the end of each segment of the
leave.

The purpose of the leave shall be to care Tor a seriously ill family member.
For purposes of this leave, “family member™ shall mean:

Spouse or other individual living in the same household and dependent
upon employee.

Biological or adopted unmarried child under nineteen {19) years of age (or
age twenty-three (23) if a full-time student) or an unmarried child of any
age who is incapable of self-support; or physically or mentally
handicapped and fully dependent on the employee,

Biclogical or adoptive parent or parent-in-law; grandparent or
grandparent-in-law.

The employee shall be required 10 present evidence of serious illness of a family

member and the expected duration of the illness and the reason for the employee’s
involvement, to the satisfaction of the Company.
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While on leave, bepefit coverage for eligible employees shall, to the extent
provided to active employees, be as follows:

Death Benefit - Company pays for the period of the leave (up 10 one (1)
year).

Basic Group Life Insurance - Company pays premium for the period of
the leave (up to one (1) year).

Qwest Health Care Plan/HMO - Company paid coverage continues for
the duration of the leave on the same basis as for the employee’s active
employment.

Supplementary Group Life Insurance and Dependent Group Life
Insurance - Employee covers the cost of the premium,

Qwest Disabllity Plan - Available after the leave if the emplovee is
disabled at the end of the leave.

Service Credit - Upon reinstatement at expiration of the leave, the
employee will be granted service credit for the entire period of the leave.

Section A4d.3 CHILD/ELDER CARE RESOURCE AND REFERRAL

The services of a national community based Child Care and Elder Care Resource and
Referral Service will continue to be engaged by the Company to help employees locate,
evaluate, and manage quality child care and elder care services. This service will be
provided by a professional organization charged with the responsibility of locating
existing services, provide consultative services, distribute appropriate educational
materials, provide on-site educational workshops, audio tapes, or video tapes of
educational workshops and where necessary engage in community resource development
which will increase the quantity and enhance the quality of care.

The Company will pay the cost associated with contracting for, managing and operating
the Child and Elder Care Resource and Referral Service, The selection of the national
vendor will be the sole responsibility of the Company. The selection of the provider and
associated costs for the services of the provider will be the sole responsibility of the
employee.

This service will be renewed effective with the date of this Agreement for all Regular
employees.
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Section A4.4 ADOPTION ASSISTANCE

Documented adoption expenses incurred on or afler January 1, 1996, by Regular
employees will be eligible for reimbursement up to a maximum of two thousand five
hundred dollars ($2,500) for expenses associated with the legal adoption of each minor
child (under eighteen (18) vears of age). When two {2) or more children are adopted at
the same time (as in the case of twins or siblings), documented adoption expenses will be
reimbursed per child, not per adoption transaction. Only one (1) parent is eligible to
receive reimbursement even if both parents are employed by Qwest. The parent
employee that applies for adoption assistance may not transfer this to the other parent
employee. If a change in employment status alters the efigibility of the initial applicant, a
new application can be submitted by the other parent employee, but in no event may the
total reimbursement exceed two thousand five hundred dollars ($2,500) per adoption, per
famaly.

The employee may be eligible for an additional one thousand doltars ($1,000) when
adopting a special needs child. A uniform definition of "special needs” will be
determined and approved by the Company, (States usually provide financial assistance
for the adoption of a "special needs" child. This one thousand dollars (31,000) will be
made available to the employee only if not reimbursed by the state).

The following additional conditions shall apply to adoption expense reimbursements:
(a) Documentation submitted must include original receipts.

(b) Expenses must not otherwise be reimbursed or covered under other Qwest
plans or programs or under the plans or programs of the non-Qwest
parent’s employer,

(c})  Expenses must be direcily connected to the adoption process. This
includes agency fees, court costs, and necessary medical and legal fees,
but excludes all travel and travel expenses for anyone associated with the
adoption, inclnding, but not limited to, the child, adoptive parents,
biological parents, and appointed guardians. Health care expenses for the
biological mother are not included. Expenses for the adoption of
stepchildren are included, bt not the legal fees associated with
determining the custodial parent.
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(d)  The employee must be an active Regular employee both at the time the
child is placed in the employee's home for the purpose of adoption {or, if
v the child is already in the home For other purposes, at the time expenses
directly connected to the adoption process are first incurred) and at the
time the adoption becomes legally final. Only expenses incumred while the
employee is an active, Regular Qwest employee will be eligible for
reimbursement. For purposes of this paragraph, an employee will
continue 1o be considered as in active status while on an approved leave of
absence for the care of a newbom, adopted, or foster child, family care,
disability, anticipated disability, or education, or an approved personal

leave or leave pending placement.

()  The child(ren) must be placed in the employee's home for adoption on or
after January 1, 1996 (or, if alrendy in the home prior to that date for other
purpases, the first expenses directly connected to the adoption process
must be incurred on or after January 1, 1996).

Eligible expenses will be reimbursed at the time the adoption becomes legally final,
except with respect to employees on a leave of absence as described above, in which case
reimbursement shall occur upon reinstatement to active, Regular employment. The
amount reimbursed will constitute taxable income and be subject to withholding
obligations.

Sectlon A4.5 FAMILY AND WORK DEVELOPMENT FUND

During 1995 Bargaining, the Company agreed to create a Family and Work Development
Fund. Effective January 1, 2004, the Company will bring the balance of funds available

for calendar year 2004 to two hundred thousand dollars ($200,000.00); and effective
January 1, 2005, the Company will bring the balance of funds available for calendar year
2005 10 two hundred thousand dollars ($200,000.00) for the purpose of funding family
care ptogtams to address the evolving needs of employees represenied by the
Commurnications Workers of America (CWA) and the Intemational Brotherhood of
Electrical Workers (IBEW) throughout the fourteen (14) state region for Qwest and
Qwest Business Resources, Inc. (BRI). These funds will be made available to fund
activities approved by a joint Company/Union board (the Family and Work Development
Board) which shall be composed of one (1) member each from both the CWA and the
[BEW and two (2) members designated by the Company, and which shall operate within
the following guidelines.
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The Family and Work Development Board shall be charged with the following duties:

(a)

(b)

)

(d)

(e}

D

Develop a mission statement that will focus the direction of all joint
efforts in the area of family and work.

N Establish a systiem for soliciting or otherwise identifying new or expanded

initiatives in the area of child, disabled adult, and elder care services that
will enhance the quality of the supply of these services and/or increase the
quantity of community options through which these services are available
{the "Service Initiatives") for represented employees. Service Initiatives
may include, for example, training of care providers, start-up loans for
emergency and back-up care centers, planning grants to community
agencies, and mawching funds for federal or state grants w0 non-profit
organizations that foster family care programs.

Review, approve, or reject all requests for funding of Service Initiatives
impacting the communities where represented employees live or work.

Recommend long-range plans for family and work issuwes as well as
strategies for introduction and integration of such plans into Company
policies and practices.

Review the activities of the various groups and organizations dealing with
family and work issues throughout the Qwest family of companies.

Assume responsibility for exchanging information among interested
parties within the Company and for gathering information on the trends in
American industries regarding child, disabled aduli, and elder care.

The Family and Work Development Board will not have the authority to alter the terms
and conditions of existing Collective Bargaining Agreements between Qwest or BRI and
either the CWA or IBEW, or any locals thereof.
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ADDENDUM 5

TITLES

JOB TITLE

SCALE

ADMINISTRATIVE ATTENDANT *

ADMINISTRATIVE DESIGNER*

ADMINISTRATIVE REPORTS CLERK

ADMINISTRATIVE REPRESENTATIVE *

ADMINISTRATIVE SPECIALIST *

ADMINISTRATIVE TECHNICIAN *

ANALYSIS CLERK

ANALYTICAL ASSISTANT

ANALYTICAL ASSOCIATE

ANTENNA TECHNICIAN

ASSIGNMENT CONSULTANT

ASSISTANT TECHNICIAN

[ASSOCIATE BUYER *

AUTOMATED SYSTEMS SPECIALIST *

BUILDING SPECIALIST *

BUILDING TECHNICIAN *

CAPACITY PROVISIONING SPECIALIST

CENTRAL OFFICE TECHNICIAN

CENTER SALES SUPPORT CONSULTANT

COE INSTALLATION TECHNICIAN

COIN COLLECTOR

COMPLEX TRANSLATION TECHNICIAN

COMPUTER OPERATOR

COMPUTER SPECIALIST

CREDIT CONSULTANT

CUSTOMER COMMUNICATIONS TECHNICIAN

CUSTOMER DATA TECHNICIAN

CUSTOMER PREMISES EQUIPMENT TECHNICIAN

CUSTOMER RELATIONS SPECIALIST

CUSTOMER REPRESENTATIVE *

CUSTOMER SERVICE CONSULTANT

CUSTOMER SERVICE SPECIALIST

DATA ADMINISTRATOR

DATA APPLICATIONS ORDER SPECIALIST

DATA SPECIALIST

._l
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JOB TITLE

SCALE

ENGINEERING SPECIALIST

EQUIFMENT SPECIALIST *

FACILITIES ASSIGNMENT CLERK

FACILITIES SPECIALIST

FLEET SPECIALIST *

| FLEET TECHNICIAN *

FRAME ATTENDANT

HEALTH BENEFITS COORDINATOR

INFORMATION SPECIALIST

INVENTORY SPECIALIST

INVESTMENT SPECIALIST

LOAD SPECIALIST

NETWORK TECHNICIAN

B ]t | da fed || oo o [ ra om0 | —

QOFFICE CLERICAL ASSISTANT

-

OPERATIONS ATTENDANT *

e A
OPERATIONS CLERK

OPERATIONS TECHNICIAN *

ORDER SPECIALIST

PUBLIC TELEPHONE TECHNICIAN

REPAIR SERVICE ATTENDANT

REPAIR TECHNICIAN

SALES CONSULTANT

SALES AND SERVICE CONSULTANT

SALES SUPPORT SPECIALIST

SCHEDULE CLERK

SCREENING CONSULTANT

SECURITY ASSISTANT

SENIOR DATA ADMINISTRATOR

SERVICE ASSURANCE TECHNICIAN

SERVICE COORDINATOR

SERVICE DELIVERY COORDINATOR

SERVICE ORDER ADMINISTRATOR

SERVICE ORDER CLERK

SERVICE REPRESENTATIVE

SUPPLY ATTENDANT

SWITCH CONSULTANT

TECHNICAL ASSISTANT

TECHNICAL CLERK

TECHNICAL CONSULTANT

TN -8 NN TN g 1 -8 EN) N P B (0] PN - N o -4 0] BRITNY B (o B8 L
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JOBTITLE SCALE |
TECHNOLOGIES DATA ANALYST 5
TECHNOLOGIES MAINTENANCE TECHNICIAN I
TECHNOLOGIES REPRESENTATIVE 4

* BRITITLES
** SEE LEVERAGED COMPENSATION PLAN
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RCA No.

RCA No. 1

RCA No. 2

RCA No. 3

RCA No. 4

RCANo. 5

RCA No. 6

RCA No. 7
RCANo. &
RCANo. 9

RCA No. 10

ADDENDUM 6

REASONABLE COMMUTING AREAS (RCA)
WAGE ZONES

ARIZONA

CITY/TOWN

Benson
Wilcox

Bisbee
Douglas

Coolidge
Casa Grande

Cettonwood
Sedona
Camp Verde

Flagstaff

Globe
Hayden
Kearney
Supetior

Grand Canyon

Page

Payson

Phoenix

Apache Junction

Avondale

Black Canyon City
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WAGE ZONE

20
20

20
20

20
20

20
20
20
20
20
20
20
20
20

20



RCA No.

RCA No. 10
{cont’d.)

RCA Neo. 11

RCA No. 12

RCA No. 13

RCA No. 14

RCA No. 15
RCA No. 16

RCA No. 17

ARIZONA (continued)

CITY/TOWN

Buckeye
Cave Creek
Chandler
Fountain Hills
Gilbert
Glendale
Goodyear
Litchfield Park
Mesa

Mew River
Peoria

Queen Creek
Scottsdale
Tempe
Tolleson
Younglown

Prescott
Yamell

Safford

Siemra Vista
Nogales

Tucson
Catalina
Green Valley
Marana
San Manuel
Wickenburg
Winslow

Yuma
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WAGE ZONE

20
20
20
20
20
20
20
20
20
20
20
20
20
20
20
20

20
20

20

20
20

20
20
20
20
20
20
20

20



RCA No.

RCA No. 18

RCA No. 19

RCA No. 20

RCA No. 21

RCA No. 22

RCA No.23

RCA NMo. 24

RCA No. 25

COLORADO

CITY/TOWN

Alamosa
Monte Vista

Aspen

Boulder
Fon Lupton
Lafayette
Longmont

Colorado Springs
Canon City
Monument
Security
Woodland Park

- Cortez

Craig
Crested Butie

Denver
Arvada
Aurora
Bailey
Brighton
Broomfield
Casile Rock
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WAGE ZONE

20
20

20

20
20
20
20

20
20
20
20
20

20

20

20

pli]
20
20
20
20
20
20



RCA No.

RCA No. 25
(cont'd.}

RCA No. 26
RCA No. 27
RCA Ne. 28

RCA No. 29

RCA No. 30

RCA No. 31

RCA No. 32
RCA No. 33

RCA No. 34

COLORADO (continued)

CITY/TOWN

Centennial
Commerce City
Englewood
Evergreen
Glendale

Golden
CGreenwood Village
Highlands Ranch
Lakewood
Littleton
Morrison

Parker

Ping

Thormton
Westminster
Wheatridge

Durango
Estes Park
Fairplay

Fort Collins
Greeley

Fort Morgan

Glenwood Springs
Rifle

Granby
Grand Junction

Gunnison
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WAGE ZONE

20
20
20
20
20
20
20
20
20
20
20
20
20
20
20
20

20

20

20

20
20

20

20
20

20

20

20



RCA No.
RCA No. 35
RCA No. 36
RCA No_ 37
RCA No. 38
RCA No. 39
RCA No. 40
RCA Neo. 41
RCA No. 42

RCA No. 43

RCA No. 44

RCA No. 45
RCA No. 46
RCA Na. 47

RCA No. 48

COLORADO (continucd)

CITY/TOWN
Idaho Springs
Leadville
Limon
Loveland
Meeker
Montrose
Pueblo
Ridgway

Salida
Buena Vista

Silverthome
Avon
Breckenridge
Dillon
Dumont
Vail
Steamboat Springs
Sterling
Telluride

Trinidad
Walsenburg
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WAGE ZONE
20
0
20
20
20
20
20
20

20
20

20
20
20
20
20
20

20
20
20

20
yil



RCA No,

RCA No. 49

RCA No. 50

RCA No. 51

RCA No. 52

RCA No. 53

RCA No. 54

RCA No. 55

RCA No. 56

. RCA Na. 57

RCA No. 58

RCA No. 59

IDAHO
CITY/TOWN

Boise
Caldwell
Eagle
Emmett
Meridian
Nampa

Grangeville

Idaho Falls
Rexburg
Rigby

Kamiah

Ketchum
Hailey

Lewiston
Clatkston, WA

Montpelier

Preston
Soda Springs

Mountain Home

Payeue
Ontario, OR

Pocatello
Blackfoot
Chubbuck
Lava Hot Springs
McCammon

Twin Falls

Burley
Jerome

187

WAGE ZONE

20
20
20
20
20
20

0
20
20
20
20

20
20

20
20

20
0
20

20




RCA Nao.

RCA No. 60

RCA No. 61

RCA No. 62

RCA No. 63

RCA No. 64

RCA No. 65

RCA No. 66

IOWA

CITY/TOWN

Algona
Humboldt

Burlington
Fort Madison
Keokuk

Carroll
Atlantic

Cedar Rapids
Anamosa
Coralville
lowa City
Marion
Monticello

Mt. Vemon

Council Bluffs
Glenwood
Missouri Valley

Davenport
Bettendorf
Carmnanche
Clinton
Magquoketa
Muscatine

Decorah
Calmer
Waukon
West Union
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WAGE ZONE

20
20

20

20
20

20



RCA No.

RCA No. 67

RCA No. 68

RCA No. 69

RCA No. 70

RCA No. 71

RCA No. 72

RCA No. 73

RCA No. 74

10WA (continued)

CITY/TOWN

Des Moines
Adel
Altoona
Ames
Ankeny
Boone
Earlham
Indianola
Perry
Stuan,
Waukee
West Des Moines
Winterset

Dubugue

Marshalltown
lowa Falls

Mason City
Charles City
Gamer
Hampton

Ottumwa
Oskaloosa

Sheldon

Shenandoah
Red Qak

Sioux City
Cherokee
Comrectionville
Onawa

South Sioux City, NE
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WAGE ZONE

20
20
20
20
20
20
20
20
20
20
20
20
20

20

20
20

20
20
20
20

20
29

20

20
20

20
20
20
20
20



RCA No.

RCA No. 75

RCA No.76

RCA No. 77

RCA No. 78

I0WA (continued)

CITY/TOWN

Spencer
Estherville
Milford
Spirit Lake

Storm Lake
Pocahontas

Waterloo
Cedar Falls
Independence
Manchester
Qelwein
Waverly

Webster City
Clarion
Eaple Grove
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WAGE ZONE

20
20
20
20

0
20

20
20
20
20
20
20

20
20
20



RCA No.

RCA No, 79

RCA No. 80
RCA No. 81

RCA No. 82

RCA No. 83

RCA No. 84

RCA No. 85

RCA No. 86

RCA No. 87

RCA No. 88

RCA No. 89

MINNESOTA

CITY/TOWN

Austin
Albert Lea

Bemidji
Brainerd

Cambridge
Isanti
Mora
North Branch
Pine City
Princeton

Detroit Lakes
Park Rapids

Duluth
Cloquet

Fergus Falls
Wadena

Grand Marais
Silver Bay

Hibbing
Grand Rapids

Luveme
Pipestone

Marshall
Redwood Falls
Tracy
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WAGE ZONE

20
20

20
20

20
20
20
20
20
20

20
20

20
20

20
20

20
20

20
20




RCA No. CITY/TOWN

RCA No. 20 Minneapolis
Anoka

Blaine
Bloomington
Brooklyn Center
Buffalo
Burnsville
Coon Rapids
Crystal

Eden Prairie
Elk River
Excelsior
Fridley
Golden Valley
Hamel
Hopkins
Plymouth
Richfield
Rockford
Shakopee
Soderville
Spring Lake Park
Wayzata

RCA No. 91 Morris
Appleton
Ortonville

RCA No. 92 Owatonna
Faribault
Northfield
Waseca

RCA No. 93 Rochester
Chatfield

Red Wing
S1. Charles
Stewartville
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MINNESOTA {continued)

WAGE ZONE

20
20
20
20
20
20
20
20
20



RCA No.

RCA No. 94

RCA No. 95

RCA No. 96

RCA No. 97

RCA No. 98

RCA No. 99

RCA No. 100

RCA No. 101

MINNESOTA (continued)

CITY/TOWN

5t. Cloud
Glenwood
Little Falls
Sauk Centre

St. Paul
Arden Hills
Cottage Grove
Eagan
Forest Lake
Maplewood
New Brighton
NMorth St. Paul
QOakdale
Shoreview
Stillwater
West 8¢, Paul
White Bear Lake

Woodbury

St. Peter
Gaylord
Le Sucur

Thief River Falls
Crookston

Virginia
Cook

Willmar
Litchfield

Montevideo
Olivia

Windom

Winona
Caledonia
Wabasha
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WAGE ZONE

20
20
20
20

20
20

20
20
20
20

20

20
20



RCA No.

RCA No. 104

RCA No. 105
RCA No.106
RCA No. 107

RCA No, 108

RCA No. 109

RCA No. 110

RCA No.l11

RCA No. 112

RCA No. 113

RCA No. )14

RCA No. 15

RCA No. 116

NEBRASKA

CITY/TOWN

Alliance
Bridgeport

Broken Bow
Chadron
Crawtord
Fremont
Lyons
Tekamah
West Point
Fullenon
Grand Island
Central City
St. Paul

Holdrege
Minden

Lexington
Gothenburg

McCook

Norfolk
Clarkson
Wayne

North Platte
Omaha

Bellevue
Elkhorn
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WAGE ZONE

20
20

20
20
20
20
20
20
20
20
20
20
20

20
20

20
20

20
20
20
20
20

20
20




NEBRASKA (continued)

RCA No. CIFY/TOWN WAGE ZONE
RCA No. 117 0O'Neill 20
RCA No, 118 Schuyler 20
RCA No. 119 Sidney 20
Ogallala 20
RCA No. 120 Valentine 20
Ainsworth 20

South Sioux City, NE can be found in RCA No. 74 (Sioux City, [A)
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RCA No.

RCA No.

RCA No.

RCA No,

RCA No.

RCA No.
RCA No,
RCA No.
RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

121

122

123

124

125
126
127
128

129

130

131

132

133

134

135

NEW MEXICO

CITY/TOWN

Alamogordo

Albuquerque
Bemnalillo
Edgewood
Ric Rancho
Tijeras

Belen
Los Lunas

Clovis
Partales

Deming
Farmington
Gallup
Granls

Las Cruces
Anthony

Las Vegas

Raton
Springer

Roswell
Ariesia

Santa Fe
Los Alamos

Sitver City

Socorro
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WAGE ZONE

20

20
20
20
20

20
20

20

20
20

20
20

20

20

20



RCA Ne.
RCA No. 136

RCA No. 137

NEW MEXICO (continued)
CITY/TOWN
Taos

Tucumeari

197

WAGE ZONE
20

20




RCA N,

RCA No. 138

RCA Neo. 139

RCA WNo, 140

RCA No. 141

RCA No. 142
RCA No. 143

RCA No, 144

RCA No. 146

NORTH DAKOTA

CITY/TOWN

Bismarck
Mandan

Dickinson
Fargo
Casselton

West Fargo

Hillsboro
Mayville

Grafton
Grand Forks

Jamestown
Valley City

Wahpeton

198

WAGE ZONE

20
20

20
20
20
20

20
20

20

20

20
20

20




RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.
RCA No.

RCA No.

RCA No.

RCA No.

148

149

150

151

152

153

154

155

156

157

RCA No.158

OREGON
CITY/TOWN

Asiotia
Seaside

Baker City

Bend
La Pine
Madras
Prineville
Redmand
Sisters

Corvallis
Albany

Eugene
Cottage Grove
Oakridge
Springfield
Veneta

Florence
Klamath Falls

Medford
Granis Pass

Newport

Pendleton
Hermiston
Mitton-Freewater

Portland
Battleground, WA
Lake Oswego
Milwaukis
Oregon City
8t. Helens
Vancouver, WA

199

WAGE ZONE

20
20

20

20
20
20
20
20
20

20
20

20
20
20
20
20
20
20

20
20

20




OREGON (continued)

RCA No. CITY/TOWN WAGE ZONE
RCA No. 159 Roseburg 20
RCA No. 160 Salem 20
Independence 20
Woodbumn 20

QOntarip, OR can be found in RCA No. 57 (Payette, II))
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RCA No,

RCA No. 161

RCA No. 162

RCA No. 163

RCA No. 164

RCA No.165

RCA No. 166
RCA No. 167
RCA No, 168
RCA No. 169

RCA No. 170

RCA No. 251
RCA Ne. 171

RCA No. 172

SOUTH DAKOTA

CITY TOWN
Aberdeen

Glenham

Redfield
Chamberlain
Deadwood

Belle Fourche

Spearfish

Sturgis

Huron
Miller

Madison

Arlington
Colman

Flandreau
Milbank
Mitchell
Pierre
Rapid City

Sioux Falis
Canton

Timber Lake
Watertown
Yankton

Elk Point
Vermillion

iy

WAGE ZONE

20
20
20

20
20
20
20
20

20
20

20
20

20
20

20
20
20

20

20

20
20




RCA No.
RCA No. 173

RCA No. 174

RCA No. 175

RCA No. 176

RCA No. 178

RCA No. 179

RCA No. 180

RCA No. 181

UTAH

CITY/TOWN
Cedar Cuy

Logan
Brigham City

Ogden
Clearfield

Layton

Park City
Heber City

Provo
American Fork
Lehi
Orem
Pleasant Grove
Santaquin
Spanish Fork
Springville

Richfield

Salt Lake City
Bountiful
Draper
Holladay
Keams
Magna
Midvale
Murmay
North Salt Lake City
Riverton
Sandy
Toocle

St. George
Hurricane
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WAGE ZONE

20

20
20
20
20
20
20
20
20

20



RCA No.
RCA No. 183

RCA No. 184

RCA Mo. 185

RCA Mo. 186

RCA Mo. 220
RCA Na. 187
RCA No. 188
RCA No. 189
RCA No. 190
RCA No. 191

RCA Mo. 192

RCA No. 193

WASHINGTON
CITY/TOWN
Aberdeen

Renton
Auburn
Bellevue
Enumclaw
Federal Way
Issaquah
Kent
Maple Valley

Bellingham

Bremerton
Bainbridge Island
Belfair

Pt. Orchard
Silverdale

Winsiow

Cle Elum
Colfax
Colville
Coulee Dam
Dayton
Longview

Moses Lake
Ephrata

Olympia
Cenitralia
Chahatis
Shelton

203

WAGE ZONE

20

20
20
20
29
0
20
20
20
20
20
20
20
20

20
20

20

20
20




RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

RCA No.

194

195

196

197

198

190

200

201

202

203

WASHINGTON (continued)
CITY/TOWN

Omak

Othella

Pasco

Port Angeles
Sequim

Port Townsend
Port Lodlow

Seattle
Mercer [stand

Spokane
Deer Park

S,cn_o'kam:'l Valley

Tacoma
Bonney Lake
Fort Lewis
Lakewood
Puyallup
Spanaway
Sumner

Walla Walla

Yakima

WAGE ZONE
20
20

20

Battlegfound, WA con be foutid in RCA No. 158 (Portland, OR)
Clarkston, WA can be found in RCA No. 54 (Lewiston, 1D}
Vancouver, WA can be found in RCA No. 158 (Portland, OR)
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RCA No.
RCA No. 219

RCA No. 204

RCA No. 205
RCA No. 206

RCA No. 207

RCA No. 208
RCA No. 209
RCA No. 210
RCA No. 21t
RCA No. 218

RCA No. 212

RCA No. 213

RCA No, 214

RCA No. 215

RCA No. 216

RCA No. 217

WYDMING
CITY/TOWN
Afton

Casper
Douglas

Cheyenne
Evanston

Gillette
Wright

Jackson
Kemmerer
Laramie
Lusk
Mammoth

Powell
Cody

Rawlins

Riverton
Lander

Rock Springs

Sheridan
Buffalo

Wheatiand
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WAGE ZONE
20

20
20

20
20

20
20

20
20
20
20
20

0
20

0

20
20

20

20
20

20




ADDENDUM 7

WAGES AND LUMP SUM PAYMENTS

LUMP SUM PAYMENTS

Each employee may receive a lump sum payment tied to the Company’s EBITDA

(Eamings Before [nterest Taxes Depreciation and Amortization) on a one-time basis in
March of 2004 and on a onestime basis in March _of 2005. In 2004, the lump sum
ayments for 2003 results shall be payable only if the any’s EBITDA for 2003 is at

least $3.961 billiop, The payoul percentages if this floor is met shall range between 1.0%
and 3.0% of the employvee’s W-2 compensation for the preceding calendar vear,
depending on the Company’s EBITDA for such preceding calendar year, as set forth on
the awached schedule. In 2005 the lump sum payments for 2004 results shall be payable
only if the Com 's EBITDA For 2004 is at least $4.164 billion. ain, the out

ercentages if this floor is met shall range between 1.0% and 3.0% of the employee’s W-

2 compensation_for the preceding calendar year, depending on the Company’s EBITDA

for such preceding calendar year, as set forth on the attached schedule, For purposes of
this lump sum payment, “W-2 compensation” shall be defined as the iptal of Box |

wapes tips, and other compensation) on the employee’s Qwest W-2 plus Box 12b {401k
deferrals) but excluding proceeds from Shori-Term Disability benefits, the exercise of
any stock options, imputed or non-cash income, income related to the Emplovee Stock
Purchase Program, separation payments, and hiring bonuses, EBITDA will be calculated
from_the Company's feported statements of operations according to the following
formula: revenue less cost of sales and selling, general and administrative expenses.

Employees in the titles set forth below who are on the payroll as of December 31* of the
relevant year are eligible to receive the lump sum payment,

Employees are ingligible for the lump sum payment if they voluntorily or involuptarily
terminate {for any reason) prior to December 31% of the relevant year.

206




1% Bonus Opportunity, 2.0% Payout at 130% of Plan

Grid Built on EBITDA Performance

2603 2004

% Payout| EBITDA |Total Bonus Payout EBITDA |Total Bonus Payout
3.00%| § 4,161 $43.5 $4,364 3435
$ 4,144 $41.7 $4.354 $41.7

2.75%| § 4,128 $39.8 $4,344 $39.8
$ 4,112 $£38.6 54,334 $38.6

$ 4,096 $374 34324 $374

2.50% 3 4.080 $36.2 54314 $36.2
$ 4,064 $34.8 $4,304 534.8

$ 4,048 $33.3 $4,294 $333

$ 4,032 5319 $4,284 $319

£ 4016 £304 $4274 $304

2.00%| % 4,000 $29.9] $4,264 $29.0
$ 3990 $254 $4,239 $25.4

$ 3,980 $21.7 $4.214 $21.7

$ 3,970 518.1 $4,189 518.1

1.00% § 3,961 5145 $4,164 $14.5

*All EBITDA and Payout numbers are in Millions.
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WAGES

Base wages shall be as follgws for the te this Agree: :

SCALE1

Title List: Central Office Technician, Complex Translation Technician, Computer
Specialist, Customer Communications Technician, Customer Data Technician, Customer
Premises Equipment Technician, Engineering Specialist, Heaith Benefits Coordinator,

Service Assurance Technician, Technologies Maintenance Technician

Zone 10
Pension Band: 121
08/1°7403
ZONE 10
START $383.50
6 $£424.00
12 $469.00
I8 $519.00
24 $574.00
k] $634.50
36 $702.00
42 $776.50
48 $859.00
54 $950.00
60 $1.,050.50

208

Zone 20
121

20
$£371.00
$417.50
$462.00
$511.00
$566.00
$626.50
$693.00
$767.50
$849.50
$940.00
$1.040.50




SCALE2

Title List: Antenna Technician, COE Installation Technician, Facilities Specialist,

Network Technician, Public Telephone Technician

Pension Band:

ZONE
START

12
18
24

36
42
48
54
60

$423.00
$466.50
$514.00
$567.00
$625.00
$689.50
$760.00
$838.00
$924.00
$1,019.00

209

Zone 20
119

20
$381.00
$420.00
$463.00
$510.00
$562.50
$619.50
$683.00
$£753.00
$830.00
$914.50
$1,008.00



Title List: Analysis Clerk

Pension Band:

ZONE
START

12
8
24
30
36
42
43
54
60

SCALE3

Zone 10
118

08/17/03

10
$381.00
$419.00
$461.00
$506.50
3557.00
$613.00
$5674.00
$741.00
$815.00
$896.00
$985.50

210

Zone 20
118

20
$377.00
$414.50
$456.00
$501.50
3551.00
$£606.00
$666.50
$733.00
$806.00
$886.00
$974.50




SCALE 4

Title List: Analytical Assistant, Assignment Consultant, Assistant Technician,
Capacity Provisioning Specialist, Computer Operator, Data Applications Order
Specialist, Frame Attendant, Inventory Specialist, Schedule Clerk, Screening
Consultant, Service Coordinator, Service Delivery Coordinator, Supply
Attendant, Switch Consulant, Technical Assistant, Technical Consultant,
Technologies Representative

Zone 10 Zone 20

Pension Band: 114 114

08/17/03

ZONE 10 P}
START $356.00 $355.00
6 $390.00 $388.50
12 $427.00 $425.00
18 $467.50 £465.00
24 $512.00 $£509.00
30 £560.50 $556.50
36 $614.00 $609.00
42 $672.00 $666.50
48 £736.00 £729.00
54 $806.00 $798.00
60 $882.50 $873.00
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SCALES

Title List: Analytical Associale, Investment Specialist, Load Specialist, Security

Assistant, Technologies Data Analyst

Pension Band:

ZONE
START

12
13
24

36
42
43
54

Zone 10
112

08/17/03

10
$347.00
$379.00
$414.00
$452.00
$493.50
$539.00
$588.50
$642.50
$701.50
$766.00
$836.50

212

Zone 20
112

0
$341.50
$373.00
340750
$445.00
£486.50
$531.50
£580.50
£634.00
$692.50
$756.50
$3826.50



Title List: Center Sales Support Consultant, Credit Consultant, Customer Relations
Specialist, Sales & Service Consultant, Service Representative

Pension Band:

ZONE
START

12
18
24
30
36
42
43
54

SCALEM

Zone 10
112

08/17/03

10
$358.00
$389.50
$424.00
$462.00
$502.50
$547.00
$595.50
$648.50
$706.00
$768.50
$836.50

23

Zone 20
112

20
$353.50
$385.00
$419.00
$456.00
$496.50
$540.50
$588.50
$640.50
$697.50
$759.00
$826.50



Title List: Coin Collector, Facilities Assignment Clerk, Sales Support Specialist, Service

Order Administrator, Technical Clerk

Pension Band:

LONE
START

12
18
24
30
36
42
48

SCALEG6

Zone 10
111

08/17/03

10
$339.00
$378.50
$422.50
5471.50
$526.00
$587.00
$655.00
$731.00
5816.00

214

Zone 20
111

20
$327.50
$366.50
$410.50
$459.50
$514.00
$575.50
$644.00
$721.00
$807.00



Title List: Administrative Reports Cletk, Customer Service Consultant, Information
Specialist, Operations Clerk, Order Specialist, Repair Service Atlendant, Senior Data

Administrator

Pension Band:

ZONE
START

12
I8
24
30

42
48

SCALE?

Zone 10
110

08/17/03

10
$330.00
$367.00
$408.50
$454.00
$505.00
$562.00
$625.00
$695.00
$773.00

215

Zone 20
109

20
$£328.50
$365.00
$405.50
$a451.00
$501.00
$557.00
$619.00
$588.00
$764.50



Title List: Data Specialist, Repair Technician, Service Order Clerk

Pension Band:

ZONE
START

12
18
24
30

42
48

SCALES

Zone 10
108

08/17/03

0
$322.50
$358.00
$£397.00
$440.50
$489.00
$542.50
$602 .00
$668.00
$741.00

216

Zone 20
108

0
£319.50
£354.50
$393.00
$436.00
$484.00
8537.00
$595.50
$660.50
$733.00



Title List: Data Administrator

Pension Band:

ZONE
START

12
18
24
30
36
42
48

SCALE 9

Zone 10
107

08/17/03

10
$318.50
$352.50
£390.00
$431.50
$477.50
$528.50
$584.50
$647.00
£716.00

217

Zone 20
107

20
$215.50
$345.00
$386.50
$427.50
5473.00
$523.50
$579.50
$641.00
£709.50




Title List:

Pension Band:

ZONE
START

12

24
30
36
42
48

SCALE 10

Zone 10
107(A)

08/17/03

10
$315.50
$349.50
$387.00
$429.00
$475.50
$526.50
5583.50
$646.50

¢ $716.00

218

Zone 20
107(A)

20
$314.00
$347.50
$385.00
$426.50
$472,00
$522.50
$578.50
$641.00
$709.50




Title List: Office Clerical Assistant

Pension Band:

ZONE
START

12
18
24
30
36
42
48

SCALE 11

Zone 10
101

08/17/03

10
$335.00
$354.50
$374.50
$396.50
$419.00
$443.50
$469.00
$496.00
$524.50

219

Zone 20
101

20
$332.50
$351.50
$£371.50
$392.50
5414.50
$438.00
$463.00
$489.00
$517.00




SCHEDULE A

Pension Band:

START

2 |5 s 1=

Title List: Administrative
Technician

Pension Band:

START

IRz S e
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SCHEDULE C

Pension Band: 108

neekly
START 506.00

[®= S e
2
[ = O

SCHEDULE D

Title List; Administrative Technician, Customer Representative

Pension Band: 106
08/17/03
Weekly
START 467.00
6 506.0
12 550,00
13 596.00
24 647.00
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SCHEDULE E

Titte List: Administrative Representative

Pension Band:

START

IR |z i< 1o

102

08/17/03

Weekly Hourl
397.00 9.92
431.00 10.77
467.00 11.67
506.00 12.65
550.00 13.75

SCHEDVULEF

Title List: Administrative Attendant, Operations Auendant

Pension Band:

-
2
=
—!

[ [ 15 1=

Note: Weekly wage rates are official and wil) be used for all pay-sffecting calculations.

=

=
b
[
[y
[l ‘
=
"l

FE
Faedl £
S
Si=
-
=2
o] X

365.00 912
97,00 9.9
431,00 1077
467.00 11.67

Hourly rates are rounded and printed for information anly.



TECHNICAL CAREER LADDER (TCL)
08/17/03

Customer Service Specialist

TOF SCHEDULE
ZONE 10 20
{1 $1,241.50 $1,231.50
Pension Band 129 129
e $£1,183.00 $1,177.00
Pension Band 127 126
[ $1{,126.00 £1,118.50
Pension Band 124 124
PROGRESSION
SCHEDULETO '
TECHNICAL LADDER
Promotion** 3 months $947.50 $942.00
and 3 months £870.50 $862.50
Market Range 3 months $791.00 $783.50

»* Diollar for doliar ta next highest rate
* The TCL review panel will determine when an employee will progress to Tier 1l and

Tier Il of the Technical Career Ladder, The decisions of the TCL review panel will be
final and ate not subject to grievance or arbitration,
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ADDENDUM 8
PENSION BANDS

QWEST PENSION PLAN
Effective July 1, 2003

WAGE
SCALE ZONE 10 ZONE 20
CSsIn Band 129 129
Band Rate 7505 75.05
CSsl Band 127 126
Band Rate 72.14 70.68
CS5S81 Band 124 124
Band Rate 6775 67.75
1 Band 123 121
Band Rate 63.42 63.42
2 Band 120 1o
Band Rate 62.00 60.56
3 Band 118 118
Band Rate £9.08 59.08
4 Band 114 114
Bapd Rate 53.27 5327
-3 Rand 112 112
Band Rate 50.37 50.37
M Band 112 112
Band Rate 50.37 §0.37
6 Band 111 1B
Band Rate 48.94 48.94
7 Band 110 109
Band Rate 47.49 46.02
8 Band 108 108
Band Rate 44,61 44.61
9 Band 107 107
Band Rate 4314 43.14
10 Band 107(A) 107(A)
Band Rate 43.99 43.99
11 Band 10} 101
Band Rate 34.38 . 3428
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PENSION BANDS

QWEST BUSINESS RESOURCES, INC. (BRI}

Effective July 1, 2003

Band
Band Rate

Band
Band Rate

Band
Band Rate

Band
Band Rate

Band
Band Rate

Band
Band Rate
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SALES CONSULTANTS

The formula used 10 determine the monthly pension benefit for Sales Consultants is:

Monthty pension factor for the average monthly eamings for previous five (3)
calendar years X TOE.

Effective January 1, 2001, the determination peried for the final five (5) years
average eamings calculation will be based on average monthly compensation for the
highest consecutive sixty (60) months in the last consecutive one hundred twenty
{120) months prior to termination or retirement.

The average manthly earnings include base pay, sales incentives, overtite, and shon
term disability pay. as set forth in the Agreement.

Sales Consultants who are compensated by the CWA for iwo hundred eighn (208}
hours per year ar more, on average, in the five (5) years preceding their retirement
shall eam, at a minimum, the pension associated with Pension Band 112.

{See chan below for monthly pension factor.)

Monthly Pension Factors for Sales Earnings-Effective August 17. 2003

Average Monthly | Monthly Pension Average Monthly Monthly Pension
Enrniﬂas Factor Earnings Factor
$1,500 w $1,599 $21.40 $5500 (o § 5,999 $81.30
£1,600 o $1,699 $22.80 $6,000 w0 § 6,499 $87.80
%1.700 o $1,799 $24.10 $6,500 to $6,999 $94.30
£1,800 to $1,899 $25.30 $ 7,000 to § 7499 $100.80
$1,900 1w $1.999 527.60 $ 7,500 to §7.999 $107.30
$2,000 10 $2,249 $30.90 $ 8,000 to $ 8,499 $113.80
$2,250 10 $2,999 $34.20 $ 8,500 to §8999 $120.30
$2,500 10 $2,749 $37.40 $9,000 10 $5.499 $126.80
$2,750 10 $2,999 540,70 $9,500 10 $9.999 $136.50
$3,000 10 $3,249 $43.90 $10,000 10 $10,999 $149.50
$3,250 1w $3,499 $47.20 $11,000 1o 811,999 $162.50
$3,500 10 $3,749 $50.40 £12,000 to $12,999 $175.50
$3,750 10 $3,999 $55.30 513,000 1o $13,999 $188.50
$4,000 10 $4,499 $61.80 $14,000 and above £201.50
$4,500 to $4,999 $68.30
$5.000 to $5,499 $74.80
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ADDENDUM &

QWEST BUSINESS RESOURCES, INC. (BRI}

NOTICE TO EMPI.OYEES FORMERLY COVERED BY THE SEFARATE BRI

COLLECTIVE BARGAINING AGREEMENT

The terms and conditions of employment for ernployees holding the job titles of:

Administrative Attendant
Administrative Designer
Administrative Representative
Administrative Specialist
Administrative Technician
Associate Buyer

Auvtomated Systems Specialist
Building Specialist

Buijlding Technician
Customer Representative
Equipment Specialist

Fleet Specialist

Fleet Technician

Qperations Attendant
Operations Technician

are set forth in this Addendum to this Agreement. The parties agree that the following
Articles or provisions of the Collective Barpaining Apreement between the
Communications Workers of America and QOwest Corporation do not apply to the titles

set forth above (BRI}

Article 19.6 (E) Elimination of Incidentals and Tetms
Article 19.6 {F) Elimination of Contractors
Addendum 3 Letter of Agreement on Contracting of Work
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ADDENDUM 10

BENEFITS

For information an the Qwest Pension Plan, the Qwest Savings and Investment Plan
(QSIP), the Qwest Health Care Plan, the Qwest Disability Plan, and the Qwest Group
Life Insurance Plan, employees shouid consult each Summary Plan Description (“SPD")
contained in Your Qwest Benefits Handbook. The Handbook is updated from time to
time to reflect benefit plan changes and it will be updated to reflect changes negotiated in
the 2003 Collective Bargaining Agreement.

GENERAL PLAN MATTERS

Section A10.1  Selection of Administrators: The Company will review with the
Union the criteria 10 be used in the selection of a Plan Administrator or Administrators or
any insurance company with which the Company contracts for insurance or
administrative services lo provide the benefits of the Plan prior to the selection thereof.
The Company will notify the Union of any such seleciion and the reasons for such
selection, [n the event of a change in the Plan Administrator or Administrators or any
insurance company, the Company will notify the Unton of any such change at least sixty
(60) calendar days in advance. The selection by the Company of a Plan Administrator or
Administrators or any insurance company shall be conclusive and shall not be subject to
any grievance procedure or arbitration under this or any other agreement between the
Company and the Union.

Sectivm AT0.2  Governmental Approval:  All changes negotiated in collective
bargaining regarding the provisions of the respective Plans are contingent upon and
subject to continued approval of the Plans as necessary by the Intemal Revenue Service
as qualified and any such approval as may be necessary by the United States Department
of Labor or any other applicable govemmental authority.

BENEFIT PLAN GRIEVANCE AND ARBITRATION

Section A10.3  Except as provided in Section A10.4, there shall be no bargaining
during the life of the Agreement upon changes in any of the following employee benefit
plans {"Plans"}) as in effect on the date of this Agreement or as amended in accordance
with Section A 10.2: penision, savings, health care, short term and long term disability, life
insurance and long term care,
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Section A10.4  During the term of this Agreement, il the Company proposes to amend
any of ibe Plans in a manner that would affect the benefits or privileges thereunder for
employees in the bargaining wnit, it will, before doing so, notify the Union of its proposal
and afford the Union a periad of sixty (60) catendar days for bargaining on said proposat;
provided, however, that no change shall be made without the consent of the Union in the
Plans which would reduce or diminish the benefits or privileges thereunder for the
employees within the bargaining unil. Any claim that the duty to give notice or to offer
1o bargain has been violated, or that a change in the Plans has resubted in such benefits or
privileges being diminished or reduced, may be taken up as a grievance and, if necessary,
stbmitted to arbitration, in accordance with Article 16 of this Agreement. In any such
case, the terms of any proposed change in the Plans shall not be subject to arbitration, and
any decision or action of the Company shall be controlling, unless shown to have been
arbitrary or in bad faith, and only the question of bad faith or arbitrary action shall be
subject o the grievance procedure or arbitration.

Section A10.S  Nothing in Sections Al0.1, Al02, A103, and A10.4 shall be
construed to subject the Plans or their adminisiration (including, without limitation,
mauters of eligibility) to grievance or arbitration, but such matters may be subjected to the
claims and appeals procedure provided under each of the Plans and HMO coniracts.
Except as provided in Section A10.4, neither the provisions of this Addendum, or the
provisions of Part B of the Memorandum of Understanding, their interpretation, nor the
performance of any abligation hereunder shall be subject to arbitration.
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ADDENDUM 11

LEVERAGED COMPENSATION PLAN
FOR
CONSUMER
CENTERS FOR CUSTOMER SERVICE

SALES CONSULTANTS

EFFECTIVE:

August 17, 2003 - August 13, 2005

230




SUMMARY

This document describes the Leveraged Compensation Plan (LCP) for Sales Consultants
in the Cansumer Centers for Customer Service. This plan is designed to recognize and
reward individual and team achievements by providing incentive opportunities for results
that suppon the Consumer organization's business strategies. This plan is also designed
to provide latiude for organizations, as mandated by business/market changes, to
customize offerings during the contractual period within the negatiated framework of the
Plan.

Plan Objectives

The primary goal of the Consumer Centers for Customer Service is to respond 1o
customer demand calls in a consultative manner by exceeding customer service
expectations and optimizing sales. Sales Consultants impact the Qwest strategies of
developing new revenue and building customer loyalties by providing excellent customer
service and producing sales.

Specific objectives supported by this plan are:

® Increase Top Line Revenues.

* Support product and business strategies through sales and service,

o Protect the customer base from competitive inroads by providing quality and added-
value products and services.

& Provide fast and easy access to someone who can help.
Link LCP payouts to elements that can be directly influenced by the employees.

e Provide a direct relationship between performance and reward.

Plan Type

The Leveraged Compensation Plan provides eammings potential in direct relation to the
level of sales and service performance achieved by the indrvidual and the team.
Depending on the individual's level {i.e., Trainee, Entry, Fully Competent, Senior Sales
Consultant or **Premier), the leverage is 100/0, 90/10, 30/20, 75/25, **70/30,
tespectively, Wages are leveraged at either 90%, 80%, 5% or **70% of an individual's
target with an opportunity to earn three (3) times or more the amount at risk. The
following describes the levels and associated leverage and upside opportunities:
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H LEVERAGED COMPENSATION PLAN FOR CONSUMER CEXTERS FOR

Leverage Upside Level
**70/30 160%+ Premier
75025 150%+ Senior Sales Consuhant
80/20 140%+ Fully Competent
90/10 120%+ Enry
10040 0% Trainee

*Sales results in the Plan will have uncapped eaming potential.
**(Grandparented through the life of the Agreement,

Participating employees will be placed on an annualized base wage according to the
following schedule;

Annualized Base

Level Wape Target Rate
**Premier $39.700 $56.,714
Senior Sales Consultant $£38,900 $51,867
Fully Competent $36,500 345,625
Entry $29,300 $32,556
Trainee (wk 9-21) 526,855 $26,855
Trainee (wk 1-8) $24,400 £24,400

**Grandparented through che life of the Agreement

Compensation Elements

The Leveraged Compensation Plan is designed to reward the results that Sales
Consultants can influence. Compensation can be eamed on each component regardless of
achievement in other componenis. Participants can earn compensation in two (2) ways.
Sixty five percent (65%) of the total payout is based on individua) monthly sales results.
Thirty five percent (35%) of the total payout is based on the team meeting or exceeding
the objectives established for customer experience, Compensation elements may be
modified upon murual agreement between the Company and the Union.

Sales/Revenue Objectives

Objectives are set for each channel based upon organizational goals. Channel
objectives are then allocated to individual Sales Consultants.
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Sales Crediting

Revenue results are based on orders rated in the CRIS or 1ABS billing systems and
loaded into a sales tracking system daily. A system will provide detailed information to
Sales Consultants on vevenuve credits for completed posted orders. Promotional credits
will be detailed on payout printouts. Revenue from sales not billed through CRIS or
1ABS, such as telephone equipment, is added 1o the system at specific intervals
throughout the month. Sales revenue credit is a combination of recurring (monthly) and
non-recurring (one time) revenue,

Sales are credited by the sales system posted date, not the network completion date. The
normal carryover cycle from completion date to the tracking system posted date is three
(3) to five (5) working days. Orders do not post to the sales tracking systetn on Saturday
or Sunday.

Posting Errors

When posting errors occur on Service Orders, the Consultant will notify his/her coach or
Support Manager to assist with correction(s). As long as an adjustment is received
before the final adjustment period shown on the Compensation Calendar, the adjustment
will be worked in the current incentive payroll period. Once the final adjustment dale has
passed, SCATS will no longer accept adjustments.

90 Day Window

Consultants are responsible for their sales for ninety (90) days after the sales system
posted date of the order. Outward activity on C and R orders flow through a sales
database program that reviews the last ninety (90) days of order activity to see if the
product (USOC} was posted within that time peried. The mechanized process changes
the sales code if the inward order was completed within the last ninety {90) days.

Component Matrices

An individual's payous is caleulated by muliiplying the appropriate payout percent by
their amount at risk for revenue. For all payout calculations, fractional numbers will be
rounded down to the nearest lower whole number. The charts below show pavout
percentages for levels of individual sales petformance:
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Individual Revenue - 65%

For cach 1% Objective Atlained % Payout 10 be Multiplied Against Risk
<75% %
75% 25%
75.1% - 100% 3%, for each 1% attained
100.1% - 200% 5% for each 1% attained
200% + 1% for each 1% attained
-= Uncapped --

Customer Experience = 35%

The Customer Experience Component is based on meeting or exceeding the stated
service quality objectives.

Annual objectives for Customer Experience will be developed by the Company and
reviewed by the Qversight Committes

LEVEL PAYOUT
< Threshold 0%
Threshold 50%
Target 100%
Excellence 2009
-- Capped --
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Annual
Base Annvat Risk 5§ at Breakdown of
Levels Wage Target Leverape 100% Component and Risk
Entry £29,300 $32.556 I $3,256 Sales* = 52,119.00
CE* =%1,137.00
Fully $36.500 $45.625 80420 $9.125 Sales* = $5.931.00
Competent CE*=$3,194.00
Seniot $38.900 £51.867 75/25 £12,967 Sales* = $8.429.00
Sales CE* = $4,538.00
Congultant
Sales Sales* = $11.060.00
**Premier | 539,700 $56.714 T30 $17.014 CE* = $5954.00
*Sales Payout is uncapped.

**Grandparented through the life of the Agreement.
Dollers are rounded for table, actual dotlars and cents will be used for payrolt purposes.

MONTHLY
Monthly
Base Monthly Risk 55 at Breakdown of
Levels Walgﬁ Target Leverage 100% Component and Risk

Entry $2,442.00 | $2.713.00 90/10 $271.00 Sales* = 5176.15
CE * = $94.85
Fulty $3,042.00 | $3,802.00 30720 $760.00 Sales* = $494.00
Competent CE* = $266.00
Senior $3,24200 | $4,322.00 15525 $1,080.00 Sales™ = $702.00
Sales CE* = $178.00

Consultant
**Premier | $3,308.00 | $4,726.00 10430 $1.418.00 Sales* = $922.00
CE* = $496.00

*Sales Payowl is uncapped.

**Grandparented through the Jife of the Agreement.
Dollors are rounded for table, actual dollars and cents will be used for payrofl purposes.
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Advancernent Through the Levels of the Leveraged Compensation Plan

There are four (4) levels in the Sales Consuliant Leveraged Compensation Plan. The
Premier level has been grandparented through 1he life of the Agreement:

. Trainee 3. Fully Competent
2. Entry 4. Senior Sales Consultant
TRAINEE LEVEL

Company employees who transfer into the Sales Consultant title and fail to pass initial
training will have retreat rights, unless they moved into the Sales Consultant title under
the terms of Article 19. Any wage changes during training shall be pegotiated with the
Union.

Employees hired extemally into the Sales Consultant title who do not successfully
complele initia training wil] be dismissed.

TO MOVE TO ENTRY LEVEL, THE EMPLOYEE MUST SUCCESSFULLY
COMPLETE THE INITIAL TRAINING TAKEN AT THE TRAINEE LEVEL.

TO MOVE FROM ENTRY LEVEL TO THE FULLY COMPETENT LEVEL, THE
EMPLOYEE MUST MEET THE FOLLOWING CRITERIA {Entry Level is normally a
minimum of four (4} months):

I. Perform at or above 80% of adjusted results for two (2} months; and have an 80%
average for four (4) months of adjusied performance results.
OoRrR
2. Perform a1 80% of adjusted resulls at the fourth (4™) month and demonsirate
continuous improvement three (3) cut of the four (4) months. Three (3) of those
months must be at or above 60% of adjusted performance results.

3. Employees may be extended to a fifth (5" month of entry at management's

discretion if they are demonstrating the potential 1o perform the job at an
acceplable level.
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4. At the end of the fifth (5"') month, employees must meet requirements for
advancement to Fully Competent using the best four (4) months for the first
criteria and the best three {3) months for the second criteria,

Objectives during Entry leve) will be ramped as follows: 80%, 85%, 30%, 100%.

EARLY MOVEMENT TO FULLY COMPETENT CAN OCCUR AFTER THE
SECOND (2™) MONTH OR THEREAFTER PROVIDING THE EMPLOYEE MEETS
ONE (1) OF TWO (2) FOLLOWING CRITERIA:

1. The employee meets 100% of the Fully Competent unadjusied revenue objective
in the first (1*) and second (2") months.

2. If movement occurs after the thicd (3"’) month, the Employee must meet 100% of

the Fully Competent unadjusted revenue objective for two (2) of the three (3)
months,

MOVEMENT FROM THE FULLY COMPETENT LEVEL TO THE SENIOR SALES
CONSULTANT LEVEL 1S STRICTLY VOLUNTARY.
TO MOVE TO THE SENTOR SALES CONSULTANT, THE EMPLOYEE MUST:

1. Perform at or above 125%, on average, of actual unadjusted sales results for the
most recent six {6) months and be satisfactory in perforrance.

NOTE: Employees may voluntarily opt to move to a lower level within this plan, but not

betow the Fully Comnpetent fevel. Employees must remain at the Senior Sales Consultant
level for at least three (3) consecutive months,
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ADMINISTRATION PROVISIONS

Fayments

Incentive awards are paid on the last payroll in the month following the performance
period. Payouts are made through the corporate payroll system.

True-Ups

Payout errors do occur and will always be corrected. If the error resulis in an
underpayment of one hundred dollars ($100) or less, the error will be corrected with the
next regular incentive check cycle (last payroll evele in a month). {f the error is more
than one hundred dellars ($100), the error will be comected with the next payroll cycle.
In instances where an employee is overpaid, the overpayment will be deducted from the
following month's incentive eamings until paid in full. In situations where the next
incentive eamings do not cover the overpaymem error, special arrangements will be
made and documented with the individual 1o recover the money over several months,

Tax Linbility

incentives cammed in the Leveraged Compensation Plan are considered taxable income to
the individual and assessed through the payroll process at the time the samings are
received. The federal tax on incentive payments is a flat amount and is not based on
individual withholding tables.

Movement between Sales and Service Consultant and Sales Consultant

Sales and Service Consultants may elect to move 1o Sales Consultant. They must be at or
above sales objectives, on average, for the most recent six {6) months. They will move
effective the first day of the month following receipt of the writlen noification to their
supervisor, They will move to the Fuilly Competent level with no testing requirements.
Sales Consultants may request to move 1o the Sales and Service Consuliant title afier
being in the 8C title at Fully Competent for a minimum of three (3} months. In order for
either movement to occur, office requirements for maintaining the adequate mix of 3C’s
and SSC’s will be considered. A process for movement between the two titles can be
found in the LCP Administrative Guidelines.
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Regular Transfers

Employees who transfer from other titles will enter at the Trainee level base wage rate
For transferees in a surplus status who take a downgrade, RPPA will be paid according to
Article 19.6 (A) (2) (a).

Sales Consultams who successfully complete initial training and are reteased 1o the desk
after the fifth (5% } business day of the month, will be moved to the Entry level and given
a reduced sales objective based on the number of days remaining in the month.

Sales Consultants who progress to Fully Competent or Senior Sales Consultant level will
begin caming at the new base wage plus incentives at the beginning of the following
month. As an example, a Sales Consultant who achieves Senior Sales Consuliant level
October 2 will have the opportunity 10 earn at the higher level on November 1.

A mechanized process has been established to notify both the Compensation
Administration Staff and Human Resources when adding a Sales Consultant to the
Leveraged Compensation Plan.

Force Adjustment

If during the life of this Agreement, the Company determines that it needs to implement a
force adjustment under the terms of Article 19 with respect to the Sales Consultant job
title, the Adjustment Group will be compased of Sales Consultants within the impacted
RCA and arganization.

If during the life of this Agreement, the Company determines that it needs to implement a
force adjustment under the terms of Anrticle 19 with respect to the Sales and Service
Consultant job title, such employees may voluntarily move to the Sales Consubtant job
title and participate in the Leveraged Compensation Plan provided the employee has
performed at or above ninety percent (90%), on average, with respect to adjusted sales
objectives during the preceding six (6) months. 1f SSC's have not been held to individual
sales objectives at the time of the force adjustment, the Company and Unien will meet to
determine the appropriate eligibility criteria.
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Excused NonPaid Time

1f on SC takes non-paid time in & month and autains one hundred percent (100%) or better
of their Individual Revenue objective, the risk amount for all componenis is not reduced
for non-paid time. I an SC takes non-paid lime in a8 menth and attains less than one
hundred percent (100%%) of their Individual Revenue objeciive, the risk amount for all
components is reduced for non-paid hoors.

Exiting the Plan

A Sales Consyltant (SC) exits the Plan when they leave the eligible position through
transfer, promotion, relirement, scparation, volunlory resignation or dismissal.
Compensation will be paid through the date an employee exits the Plan: Jast day on
payroll, effective date of resignation or leaves the job. Incentives will be trued up based
on percent of objective achieved at the date of departure, If an employee has been
overpaid they will be expected to return the overpayment.

For the purpases of transfers, the Wage Scale M base wage top rate will be used 10
establish the money-lo-money wage movement.

Objectives

Each year, reasonable sales objectives will be set for the Fully Competent and Senior
Sales Consultant levets of the Sales Consuliant job title. 1f individual sales objectives are
altered, the employee will be notified prior 1o the beginning of the month in which the
new objectives will take effect. Sales abjectives will be based on revenue sales and will
be higher for the Senior Sales Consultant. Employees are expected 1o perform at or
above abjectives.
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CLEVERAGED COMTPENSATION PLAN FOR CONSUMER

CUSTOMER SERVICE SALES CONSULTANTS -

The distinction between adjusted sales objectives and actual sales cesults (unadjusted
sales objectives) s important. Adjusted objectives provide continual feedback o assist
with the improvement of individual performance. Sales incentive objectives motivate
excellence through monetary rewards. Therefore, we will pay for achievement of actual
sales results on a monthly basis and will assess the employee sales performance on 2
three {3) month rolling average at the Fully Competent and Senior Sales Consultant
levels. Adjusted sales objective results at the Entry tevel will be assessed on a monthly
basis to determine eligibility to move o Fully Competent. Once at the FC level,
performance metric measurements will begin in month one and assessment occurs on a
rolling three (3) month average.

Time Off-Desk

Sales Consultants will be paid at base wage during petiods of off-desk time such as
excused time, vacation and personal days, training, employee involvement, or union time
unless otherwise specified in this docoment. Absences as defined in Article 12 will be
paid at the target wage rate. Since target wage is paid for Article 12 hours, they are not
considered when determining ¢he amount of monthly wage at-risk and calculating
incentive compensation.

When a Sales Consultant is placed on a company-initiated special assignment for thirty
(30) days or more, the employee will be paid at the target wage rate.

Objectives will be adjusted for up to five (5) days of vacation and/or personal days each
calendar month with no adjustment of risk.

Benefits (shom term disability) will be paid based on an Individual End-of-Year average
hourly rate which includes base wage plus earned incentives. This rate will be set in
December of each year and reset every six (6) months during the life of the contract,
This average hourly rate will not fall below the base wage rate or exceed the target rate of
the individual SC’s level within the Plan. For 5C’s who do not have an End-of-Year
average hourly rate or a minimum of six {(6) months on plan, their average hourly rate
will reflect the Fully Competent base wage until their individual average hourly rate can
be established.
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The SC’s sales objectives and salary risked is determined by the actual number of days
worked during the month the employee is on benefits, After rerurning, the employee
stays on their esiablished average hourly rate until the first day of the month following
rewurn; however, if the returning SC exceeds the fill established SC objective for that
month, they will be paid the difference between Target and actual incentive earnings.

For appraisal purposes: The employee's sales objectives will be adjusted by deducting

up to five (5) days of vacation and/or personal days (no partial days), disability, union
time, FMLA, jury duty, military leave and time off for death in family.

Employee Benefits

For Sales Consultants on a leveraged plan, Savings Plan, Life Insurance and Pension
coverages are treated as follows:

Savings Plan

Base wage is eligible for savings plan deductions each pay period. When incentive
compensation is paid, that amount is also eligible for a savings plan deduction. Incentive
payments are also eligible for Company malching contributions,

Life Insurance

Life insurance coverage is based on the base wage and aciual incentive eamings within a
given calendar year. The incentive compensation portion is included when it is paid, but
only for the remaining portion of the Plan year.,

Pension

A Sales Consultant’s pension shall be calculated by mulitiplying the monthly pension
factor for sales camings, set forth in Addendum 8 of the Agreement times the employee's

TOE. The average monthly eamings include base pay, sales incentives, ovenime and
short-term disabiiity as set forth in the Agreement.
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Program Changes and Modifications

It is management's prerogative to establish reasonable objectives and design parameters
within the negotiated framework of the Plan for the Sales Consultant title, For purposes
of this compensation plan, the design parameters in this document are agreed to from
January 1, 2003, through August 13, 2005,

At least annually, the weighting relationship between Customer Experience and Sales
will be reviewed and may be modified if agreed 10 between the Company and Union.

Any changes in the Leveraged Compensation Plan for Sales Consultanis that affect
wages, hours or working conditions will be negotiated with the Union and cotmmunicated
in writing to all Sales Consultants at least two (2) weeks (fourteen (14) days) prier to the
effective date of the change,

Plan Disputes
The Oversight Commitiee will review disputes regarding the administration of the

Leveraged Compensation Plan. This committee will be comprised of CWA and Qwest
representatives,
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ADDENDUM 12

LEVERAGED COMPENSATION PLAN
" FOR
GENERfI\L BUSINESS
CENTERS FOR CUSTOMER SERVICE

SALES CONSULTANTS

EFFECTIVE:

August 17, 2003 - August 13, 2005
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SUMMARY

This document describes the Leveraged Compensation Plan (LCP) for Sales Consultants
in the General Business Centers for Customer Service. This plan is designed to recognize
and reward individual and team achievements by providing incentive opportunities for
resulis that support the Genera) Business organization's business strategies. This plan is
also designed 1o provide latitude for organizations, as mandated by business/market
changes, to customize offerings during the contractual period within the negotiated
framework of the Plan.

Flan Objectives

The primary goal of the General Business Centers for Customer Setvice is to respond to
customer demand calls in a consultative manner by exceeding customer service
expectztions and optimizing sales. Sales Consultants impact the Qwest strategies of
developing new revenue and building customer loyalties by providing excellent customer
service and producing sales.

Specific objectives supported by this plan are:

¢ Increase Top Line Revenues.

& Support product and business strategies through sales and service.

& Protect the customer base from competitive inroads by providing quality and added-
value producis and services.

» Provide fast and easy access to someone who can heip.
Link LCP payouts to elements that can be directly influenced by the employees.

o Provide a direct relationship between performance and reward.

Plan Type

The Leveraged Compensation Plan provides eamings potential in direct relation to the
level of sales and service performance achieved by the individual and the team.
Depending on the individual's level (i.e., Trainee, Entry, Fully Competent, Senior Saies
Consultant or **Premier), the leverage is 100/0, 90710, 80/20, 75/25, or **70/30,
respectively. Wages are leveraged at either 90%, 80%, 75% or **70%. of an individual's
target with an opportunity to eam three (3} times or more the amount at risk, The
following describes the levels and associaled leverage and upside oppontunities:
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LEVERAGED COMPENSATION PLAN FOR GENERAL BUSINESS

CENTERS FOR CUSTOMER SERVACE SALES CONSULTANTS

Leverage Upside Level
*270/30 160%+ Premier
15125 1 50%+ Senior Sales Consuliant
B0/20 140%+ Fully Competent
90/10 120%+ Entry
100/0 0% Trainee

*Sales results in the Plan will have uncapped eaming polential,
s«Grandparented through the life of the Agreement.

Participating employecs will be placed on an annualized base wage according to the
fellowing schedule:

Annunlized Base

Level Wape Target Rate
**Premier $39.700 $56,714
Scnior Sales Consulant $38,900 $51,867
Fully Competent $36,500 $45,625
Emiry $29,300 $32,556
Trainee (wk 1-8} $24 300 £24,400

**Grandparented through the bife of the Agreemenm

Campensation Elements

The Leveraged Compensation Plan is designed to reward the results that Sales
Consultanis can influence. Compensation can be camed on each component regardless of
achievement in other components. Parlicipants can earn compensation in (2) two ways:
Seventy five percent (75%) of the total payout is based on individual monthly sales
results. Twenty-five percent (25%5) of the total payout is based on the (eam meeting or
exceeding the objectives established far customer experience. Compensation elemems
may be modified upon mutual agneement between the Company and the Union.

Sales/Revenuc Objectives

Objectives are set for each channel based upon organizational goals. Channel objectives
are then allocated 1o the individual Sales Consuluant.
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CENTERS FOR CUSTOMER SERVICE SALES CONSULTANTS

Sales Creditin

Revenue results are based on orders rated in the CRIS or IABS billing systems and
loaded into a sales tracking system daily. A system will provide detailed information to
Sales Consulians on revenue credits for completed posted orders. Promotional credits
will be detailed on payout printouts. Revenue from sales not billed through CRIS or
[ABS, such as telephone equipment, is added to the system at specific intervals
throughout the month. Sales revenue credit is 8 combination of recurring (monthly) and
non-recurring {obe time) revenue,

Sales are crediied by the sales system posted date, not (he network completion date. The
normal carryover cycle from completion date to the tracking system posted date is three
(3) to five (5) working days. Orders do not post to the sales tracking system on Saturday
or Sunday.

Posting Errors

When posting errors occur on Service Orders, the Consultant will notify his/her coach or
Support Manager to assist with correction(s). As long as an adjustment is received
before the final adjustment period shown on the Compensation Calendar, the adjustment
will be worked in the current incentive payroll period. Once the final adjustment date has
passed, SCATS will no longer accept adjustments.

90 Day Window

Consultants are responsible for their sales for ninety (90) days afier the sales system
posted date of the order. Outward activity on C and R orders flow through a sales
database program that reviews the last ninety (90) days of order activity to see if the
product {(USOC) was posted within that time period. The mechanized process changes
the sales code if the inward order was posted within the last ninety (90) days.

Component Matrices

An ndividual's payout is caleulated by multiplying the appropriate payout percent by
their amount at risk for revenue. For all payout calculations, fractional numbers will be
rounded down to the nearest Jower whole number. The charts below show payout
percentages for levels of individual sales performance:
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LEVERAGED COMPENSATION PLAN FOR GENERAL BUSINESS

CENTERS FOR CUSTOMER SERVICE SALES CONSULTANTS

Individual Revenue — 75%

For each 1% Objective Attained % Payout 1o be Multiplied Against Risk
<75% 0%
75% 258,
15.1% - 125% 3% for each 1% attained
125.1% - 150% 5% for each 1% antained
150.1% - 200% 2% for each 1% attained
200.1%+ 194 for each 1% attained
-- Uncapped -

Customer Experience — 25%

The Cusiomer Experience Component is based on meeting or exceeding the siated
service guality objectives on a monthly basis for overall Sales Consultant satisfaction.
Annual objectives for this component will be developed by the Company and reviewed
by the Oversight Committee.

LEVEL PAYOUT
< Threshold 0%
Threshold 50%
Target 100%%
Excellence 200%
- Capped --
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LEVERAGED COMPENSATION PLAN FOR GENERAL BUSINESS

CENTERS FOR CUSTOMER SERVICE SALES CONSULTANTS

ANNUAL
Annual
Base Anmual Risk $§ at Breakdown of
Levels Wape Target Leverage 100% Component end Risk
Entry $29.300 $32,556 S0/10 $3,256 Sales* = $2,442.00
CE=3814.00
Fully $36,500 $45.625 &0n20 $9.125 Sales® = £6,769.00
Coinpetent CE = $2.281.00
Senior $38,900 351,867 75125 512967 Sales* = §9,725.00
Sales CE =3 324200
Consultant
**premier | $39,700 $56,714 70/30 $t7.014 Sales* = $12,761.00
CE = $4,253.00

*Sales Payout is uncapped.

**Grandparented through the life of the Agreement.
Dollars are rounded for table, acrual dollars and cents will be used for payroll purposes,

MONTHLY
Monthly
Base Monthly Risk 5% at Breakdown of
Levels Wage Target Leverage 100% Component and Risk

Eniry $2.44200 | $2,713.00 90/10 $27£.00 Sales* = $203.25
CE=$6775

Fully $3,042.00 | $3,802.00 RO/20 $760.00 Sales* = $570.00

Competent CE=3190.00

Senior $3,242.00 | $4.322.00 75825 $1,080.00 Sales* =~ $810.00

Sales CE =5§270.00

Consultant

**Premier | $3.308.00 | $4.726.00 10130 3141800 Sales* = $1,064.00
CE = $354.00

*Sales Payout is uncapped.

**Grandparented through the life of the Agreement.
Dollars are rounded (or table, actual doilars and cents will be used for payroll purposes.
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Advancement Through the Levels of the Leveraged Compensation Plan

There are four {4) levels in the Sales Consultant Leveraged Compensation Plan. The
Premier level has been grandparented through the life of Lhe Agreement:

1. Trainee 3. Fully Competent
2. Emury _ 4. Senior Sales Consultant

TRAINEE LEVEL

Company employees who transfer into the Sales Consultant title and fai] to pass initial
training will have retreat rights, unless they moved into the Sales Consultant title under
the terms of Anticle 19, Any wage changes during training shall be negotiated with the
Union.

Employees hired externally into the Sales Consultant title who do not successfully
cemplete initial training will be dismissed.

TO MOVE TO ENTRY LEVEL, THE EMPLOYEE MUST SUCCESSFULLY
COMPLETE THE INITIAL TRAINING TAKEN AT THE TRAINEE LEVEL.

TO MOVE FROM ENTRY LEVEL TO THE FULLY COMPETENT LEVEL, THE
EMPLOYEE MUST MEET THE FOLLOWING CRITERIA {Entry Level is normally a
minimum of four (4) months):

1. Perform at or above 80% of adjusted results for two (2) months; and have an 80%
average for four (4) months of CIP adjusted resulis.
OR
2. Perform at 80% of adjusted results at the fourth (4"‘] month and demonstrate
continuous improvement three (3) out of the four (4) months. Three (3) of those
months must be at or above 60% of CIP adjusted results.
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3. Employees may be extended to a fifth (5*) month of entry at management’s
discretion if they are demonstrating (he potentia) to perform the job at an
acceptable level.

4, At the end of the fifth (5") month, employees must meet requirements for
advancement to Fully Competent using the best four (4) months for the first
criteria and the best three (3) months for the second criteria,

Objectives during Entry level will be ramped a3 follows: 80%, 85%, 90%, 100%,
EARLY MOVEMENT TO FULLY COMPETENT CAN QCCUR AFTER THE
SECOND (2™) MONTH OR THEREAFTER PROVIDING THE EMPLOYEE MEETS
ONE (1) OF TWOQ (2) FOLLOWING CRITERIA:

1. The employee meets 100% of the Fully Competent unadjusted revenue ohjective
in the first {I*) and second {2™) months.

2. If movement occurs after the third (3"‘) meonth, the employee must meet 100% of

the Fully Competent unadjusted revenue objective for two (2) of the three (3)
months,

MOVYEMENT FROM THE FULLY COMPETENT LEVEL TO THE SENIOR SALES
CONSULTANT LEVEL IS STRICTLY VOLUNTARY.
TO MOVE TO THE SENIOR SALES CONSULTANT, THE EMPLOYEE MUST:

L Perform at or above 125%, on average, of actual unadjusied sales results for the
mast recent six (6) months and be satisfactory in performance.

NOTE: Employees may voluntarily apt to move to a lower level within this plan, but not

below the Fully Competent level. Employees must remain at the Senior Sales Consultant
level for at teast three (3) consecutive months.

251




LEVERAGED COMPENSATION PLAN FOR GENERAL BUSINESS

CENTERS FOR CUSTOMER SERVICE SALES CONSULTANTS

ADMINISTRATION PROVISIONS

Pavments

Incentive awards arc paid on the last payroll in the month lollowing the performance
period, Payouts are made through the corporate payroll system,

Truc-tips

Payout errors do occur and will always be comecled. If the error results in an
underpayment of one hundred dollars {($100} or less, the error will be corrected with the
next regular incentive check cycle (last payroll cycle in a month). If the error is more
than one hundred dollars ($300), the error will be commected with the next payroll cycle,
In instances where an employee is overpaid, the overpayment will be deducted from the
following month's incentive earnings until paid in full. In siwations where the next
incentive earnings do not cover the overpayment emor, special amangements will be
made and documenied with the individual to recover the maney over several months.

Tax Llsbility

Incentives camed in the Leveraged Compensation Plan are considered 1axable income to
the individuai and assessed through the payroll process at the time the eamings are
received, The federal tax on incentive payments is a flat amount and is not based on
individual withholding tables.

Movement between Sabes and Service Consultant and Sales Consultant

Sales pond Service Consultants may elect to move te Sales Consultant. They must be at or
above sales objectives, on average, for the most recent six (6) months. They will move
cffeciive the first day of the monih following receipt of the written notification to their
supetvisor. They will move to the Fully Competent level with no testing requirements,
Sales Consuliants may request 10 move to the Sales and Service Consultant title after
being in the SC tille st Fully Competent for a minimum of three (3) months. 1n order for
either movement to occur, office requirements for mainiining the adequate mix of SC’s
and SSC’s will be considered. A process for movement between the two titles can be
found in the LCP Administrative Guidelines.
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Regular Transfers

Employees who transfer from other titles will enter at the Trainee level base wage rate.
For transferees in a surplus status who take a downgrade. RPPA will be paid according to
Anticle 19.6 (A) () (a).

Sales Consultants who successfully complete initial training and are relcased to the desk
after the fifth (5™ business day of the manth, will be moved to the Entry level and given
a reduced sales objective based on the number of days remaining in the month.

Sales Consultants who progress to Fully Competent or Senior Sales Consultant level will
begin earning at the new base wage plus incentives at the beginning of the following
month. As an example, a Sales Consultant who achieves Senior Sales Consultant level
October 2 will have the opportunity to eam at the higher level on November 1.

A mechanized process has been established 10 notify both the Compensation
Administration Staff and Human Resources when adding a Sales Consultant to the
Leveraged Compensation Plan.

Force Adjustment

if during the life of this Agreement, the Company determines that it needs to implement a
force adjustment under the terms of Article !9 with respeet 10 the Sales Consultant job
title, the Adjustment Group will be composed of Sales Consultants within the impacied
RCA and organization.

If during the life of this Agreement, the Company determines that it needs to implement a
force adjustment wnder the terms of Article 19 with vespect to the Sales and Scrvice
Consultant job title, such employees may voluntarily move 1o the Sales Consultant job
title and participate in the Leveraged Compensation Plan provided the employee bas
performed al or abave ninety percent (90%), on average, with respect to adjusted sales
objectives during the preceding six (6) months. [f SSC’s have not been held to individual
sales objectives at the time of the force adjustment, the Company and Union will meet to
determine the appropriate eligibility criteria.
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Excused NonPaid Time

If an SC 1akes non-paid time in 2 month and attains one hundred percent {100%) or better
of their Individual Revenue objective, the risk amount for all components is not reduced
for non-paid time. if an SC takes non-paid time in a month and attains less than one
hundred percent (100%) of their Individual Revenue objective, the risk amount for all
components is reduced for non-paid hours.

Exiting the Plan

A Sales Consultant {(SC) exits the Plan when they leave the eligible position through
transfer, promotion, retirement, separation, voluntary resignation or di$missal.
Compensation will be paid through the date an employee exits the Plan: last day on
payroll, effective date of resignation or leaves the job. Incentives will be trued up based
on percent of objective achieved at the date of departure. If an employee has been
overpaid they will be expected to retum the overpayment.

For lhe purposes of transfers, the Wage Scale M base wage top rate will be used to
establish the money-t0-money wage movement,

Objectives

Each year, reasonable sales abjectives will be set for the Fully Competent and Senior
Sales Consultant levels of the Sales Consultant job title. 1f individual sales objectives are
altered, the employee will be notified prior to the beginning of the month in which the
new objectives will 1ake effect. Sales objectives will be based on revenue sales and will
be higher for the Senior Sales Consultant. Employees are expected to perform at or
above objectives.

The distinction between CIP (adjusied sales objectives) and actual sales results
(unadjusted sales objectives) is impontant. CIP objectives provide continua) feedback (o
assist with the improvement of individual performance. Sales incentive objectives
motivate excellence through monetary rewards. Therefore, we will pay for achievement
of actual sales results on a monthly basis and will assess the employee sales performance
on a three (3) month rolling average at the Fully Competent and Senior Sales Consultant
fevels. CIP results at the Enwy level will be assessed on a monthly basis to determine
eligibility to move to Fully Competent. Once a1 the FC level, CIP starts over in month
one and assessment occurs on a relling three {3) month average.
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Time Off-Desk

Sales Consultants will be paid at base wage during periods of off-desk time such as
excused time, vacation and personal days, teaining, employee involvement, or union time
unless otherwise specified in this document. Absences as defined in Article 12 will be
paid at the target wage rate. Since target wage is paid for Article 12 hours, they are not
considered when determining the amount of monthly wage at-risk and calculating
incentive compensation.

When a Sales Consultant is placed on a company-initiated special assignment for thirty
(30) days or more, the employee will be paid at the target wage rate,

Objectives will be adjusted for up to five (5} days of vacation and/or personal days each
calendar month with no adjustment of risk.

Benefits (short term disability) will be paid based on an [ndividual End-of-Year average
hourly rate which includes base wage plus eamed incentives. This rate will be set in
December of each year and reset every six () months during the life of the contract.
This average hourly rate will not fall below the base wage rate or exceed the target rate of
the individual SC’s level within the Plan. For SC’s who do not have an End-of-Year
average hourly rate or a minimum of six (6) months on plan, their average hourly rate
will reflect the Fully Competent base wage until their individual average hourly rate can
be established.

The SC’s sales objectives and salary risked is determined by the actual number of days
worked during the month the employee is on benefits. Afier returning, the employee
stays on their established average hourly rate until the first day of the month following
return; however, if the reroming SC exceeds the full established SC objective for that
month, they will be paid the difference between Target and actual incentive ¢camings.

For appraisal purposes (CIP): The employee's sales objectives will be adjusted by

deducting up to five {5) days of vacation and/or personal days (no partial days),
disability, union time, FMLA, jury duty, military leave and time oft for death in family.
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Employee Benefits

For Sales Consultants on a leveraged plan, Savings Plan, Life Insurance and Pension
coverages are treated as follows:

Savings Plan

Base wage is cligible for savings plan deductions each pay period. When incentive
compensation is paid, that amount is also eligible for a savings plan deduction. Incemive
payments are aiso eligibe for company matching contributions.

Life lnsurance

Life insurance coverage is based on the base wage and actual incentive earnings within a
given calendar year, The incentive compensation portion is included when it is paid, but
only for the remaining portion of the Plan year.

Pension

A Sales Consultant's pension shall be calculated by multiplying the monthly pension
factor for sales eamings, set forth in Addendurn 8 of the Agreement limes the employee's
TOE. The average monthly eamnings include base pay, sales incentives, overtime and
short-term disability as set forth in the Agreement.

Program Changes and Modifications

Tt is management’s prerogalive to eslablish reasonable objectives and design parameters
within the negotiated framework of the Plan for the Sales Consultant title. For purposes
of this compensation plan, the design parameters in this document are agreed to from
January |, 2003, through August 13, 2005.

At feast annuslly, the weighting relationship between Customer Experience and Sales
will be reviewed and may be inodified if agreed to between the Company and Union.

Any changes in the Leveraged Compensation Plan for Sales Consuliants that affect
wages, hours or working conditions will be negotiated with the Union and communicated
in writing to all Sales Consultants at least two (2) weeks (fourleen (14} days) prior io the
effective date of the change.
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Plan Disputes
The Owversight Committee will review disputes regarding the administration of the

Leveraged Compensation Plan. This commitiee will be comprised of CWA and Qwess
representatives.
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