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CONTRACT 
 

Between 
 

THE SOUTHERN NEW ENGLAND TELEPHONE COMPANY, 

(HEREINAFTER REFERRED TO INDIVIDUALLY AND 

COLLECTIVELY AS 

“Frontier Communications” OR THE “COMPANY”). 
 

and 
 

COMMUNICATIONS WORKERS OF AMERICA (CWA) 
 

 

 

This Contract is entered into, effective this 17TH day of October 2021 , by 

and between The Southern New England Telephone Company, (hereinafter 

referred to individually and collectively as “Frontier Communications” or the 

“Company”) and the Communications Workers of America (CWA), (hereinafter 

the “Union”).  

 

Whereas, the Union has been designated and selected by the majority 

of the bargaining unit employees of the Company as the exclusive bargaining 

agent for all such employees for the purpose of negotiating with the Company 

relative to rates of pay, wages, hours and all other conditions of their 

employment, and 

 

Whereas, the Company, in pursuance of the National Labor Relations 

Act, has agreed to full acceptance of the Union as the sole bargaining agent in all 

matters pertaining to rates of pay, wages, hours and working conditions for all its 

bargaining unit employees,  

 

Now, therefore, in consideration of the promises and of the covenants 

and agreements herein set forth, the Company and the Union agree as follows: 
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ARTICLE I 
 

PURPOSE 
 

1. The purpose of this Contract is to stipulate those items already fixed by 

mutual agreement, outline the method of procedure in approaching agreement on 

controversial questions and to secure prompt and fair disposition of alleged 

grievances. 
 

2. The Company and the Union agree that every effort possible will be 

made to reach mutually satisfactory conclusions on controversial matters. 

 

ARTICLE II 
 

BARGAINING UNIT EMPLOYEES 
 

1. The Company and the Union mutually agree that bargaining unit 

employees shall be those with the job titles listed in Appendix A of this Contract. It 

is further understood that job classifications set up during the life of this Contract 

which are not management jobs shall be considered to be included in the 

bargaining unit. 
 

2. The Company will inform the Union monthly of bargaining unit job titles 

that have been changed or discontinued and of new job classifications up to and 

including the first line of management. Such notification will also include a 

statement of the essential duties of the new jobs, indicating those considered by 

the Company to be properly management. The final classification of new jobs as 

management or bargaining unit will be by mutual agreement. The Union will 

determine the eligibility of employees to membership in the Union. 

 

ARTICLE III 
 

GENERAL 
 

1.  Both parties will arrange to have their respective representatives meet to 

discuss matters of mutual interest, upon request and reasonable advance notice 

from either party to the other. Each party shall determine and designate the 

number and personnel of its own representation. 
 

2.  Union Representatives shall have full freedom of speech and action and 

are hereby guaranteed full protection from discrimination on account of any action 

taken in good faith in the performance of their duties. No discrimination of any 

character whatsoever shall be exercised against any employee because of 

membership in or action on behalf of the Union. 
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3.  The Company will not negotiate as to matters within the provisions of 

this Contract, with individual employees or groups of employees.  

 

4.  Such Company records or true copies thereof as are not deemed 

confidential shall be furnished promptly to the Union upon request. 

 

ARTICLE IV 
 

WAGE AND WORKING PRACTICES 

  

1. The wage and working practices as are applicable to bargaining unit 

employees within each of the various departments are incorporated herein as 

Appendix B. Such wage and working practices are subject to the terms and 

conditions of this Contract and shall not be changed during the period by this 

Contract without prior negotiations and mutual agreement. The applicable section 

of the wage and working practices that applies to all bargaining unit employees is 

designated in Appendix A. 

 

ARTICLE V 
 

HOURS 
 

1.  A forty-hour or thirty-seven- and one-half hour week shall be the normal 

work week and an eight-hour or seven- and one-half hour day shall be the normal 

work day, subject to exceptions and conditions set forth in the WAGE AND 

WORKING PRACTICES of the Company. 

 

ARTICLE VI 
 

WAGES 
 

1.  Wage maxima, cost-of-living agreement and wage schedules are 

incorporated herein as Appendix A, Appendix C and Appendix D respectively. 
 

2.  New Jobs and/or modifications to existing jobs are incorporated herein 

by reference; New Job Titles, is incorporated herein as Appendix E. 
 

3.  Reduction in the wage of individual employees will not be made except 

for one or more of the following reasons or conditions: 
 

a. Transfer to an occupation having a lower maximum; 
 

b.  Transfer to an occupation in which a training period is required in 

order to qualify for the rate received in the former occupation; 
 

c.  Reduction in the number of hours worked per week; 
 

d.  Unsatisfactory performance of duty, unsatisfactory personal conduct 

or action which can be proven to be detrimental to the interests of 
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the Company. 
 

4.  Wage rates under conditions (a) and (b) above will be appropriate to the 

new assignment, whether the reassignment is caused by failure of the employee 

to perform satisfactorily in the former assignment, or by request of the employee.  
 

5.  When a reassignment results from reduction in workload which is not of 

short duration, wage rates under conditions (a) and (b) above will be appropriate 

to the new assignment. 

 

ARTICLE VII 
 

FORCE ADJUSTMENTS 
 

1.  Whenever the Company deems it necessary for any reason to make 
force adjustments in any Company-defined entity (as defined in Policies and 
Procedures, Part 1, Attachment 1-Transfer Plan, Paragraph 1, E), such 
adjustments shall be affected in the following order 

 

a.  When a surplus condition exists (defined at the job title level within a 
company-defined entity when the Company determines there are more 
people on a job title in an entity than are needed to perform the work of 
that particular job title in the entity) the Company shall (i) notify the 
Union; (ii) identify the impacted job title, the company-defined entity and 
the number of surplus employees in the job title and (iii) inform the Union 
as to whether the Company intends to layoff bargaining unit employees 
to relieve that surplus. 
When the Company has jobs available to offer to surplused employees 
and therefore notifies the Union that it does not intend to layoff 
bargaining unit employees, the Company will proceed as follows: 
 

(1) For the remaining life of the current Contract (October 19, 
2024), the Company will offer an Enhanced Voluntary Severance 
Plan1 (EVSP) to incumbents in the impacted job title within the 
company-defined entity. The offer may be accepted by incumbents 
in the impacted job title, in seniority order, up to the number of 
surplus declared for that job title. The offer will be available for one 
calendar week, and employees who accept the offer must be off the 
payroll within 10 weeks from the date of the notification to the Union 
of the surplus.   
 
 
 

____________________________ 

1Enhanced Voluntary Severance Plan (EVSP) – in effect for remaining life of current Contract (October 
19, 2024): 
•  Includes 6 mo.’s continuation of Company contribution to Medical Coverage (as long as employee 

continues to pay their portion of premium, if appropriate) 
• Lump Sum Severance Payment as follows: 
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Completed Yrs. of NCS Amount of Lump Sum Payment 
(in weeks of Base Pay)  

20 and over 52 weeks  

19 46 weeks  

18 42 weeks 

17 40 weeks 

16 38 weeks 

15 36 weeks 

14 34 weeks 

13 32 weeks 

12 30 weeks 

11 28 weeks 

10 26 weeks 

9 20 weeks 

8 18 weeks 

7 16 weeks 

6 14 weeks 

5 12 weeks 

4 8 weeks 

3 6 weeks 

2 4 weeks 

1 2 weeks 

 

(2) If at the end of that week a surplus still exists at the job title level 
within a company-defined entity, the Company will extend an offer of the 
EVSP to incumbents, in seniority order, in the impacted job title, in other 
company-defined entities.2 The offer may be accepted, in seniority order, 
up to the number of surplus remaining in that job title. The offer will be 
available for one calendar week, and employees who accept the offer 
must be off the payroll within 9 weeks from the date of the notification to 
the Union of the surplus. Incumbents within the “surplused” job title in the 
company-defined entity will be offered, on a senior volunteer basis, any 
positions vacated, in their job title, as a result of EVSP. Any positions 
remaining vacant (i.e., not selected by incumbents in the surplused job 
title within the company-defined entity) will be made available to the 
Transfer Bureau. 

 

 

 

___________________________________ 

2  In the event the Company has more than enough available positions in the impacted job title in other 

company-defined entities to satisfy the surplus, it will not offer the EVSP to incumbents in the impacted 
job title, in other company-defined entities. The surplus will be considered relieved. 
3“Surplused” Employee is defined as an employee who has been selected, in inverse-seniority order, in 
the surplused job title within a company-defined entity, as being within the scope of the surplus identified 
by the Company. 
4Available Jobs – In establishing the list of available jobs, the Company and Union will discuss work 

being done by Temporary employees and/or contract labor. The Company will extend every effort to 

make some of these positions available as Regular positions to the Transfer Bureau and to the available 

jobs listing for qualified “surplused” employees. 
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(3)  If a surplus still exists at the job title level within a company-
defined entity following the offer of the EVSP, the Company will notify the 
Union of its intent to initiate an Involuntary Re-Deployment Process to 
move “surplused” employees3 to available jobs4 for which they are 
qualified. The notification will include a listing of surplused employees 
arranged in seniority order. The date of this notification will serve as the 
start date of an 8-week Involuntary Re-Deployment Process. 

(4) For the remaining life of the current Contract (October 17, 2024), 
the Company and the Union will jointly sponsor Pre-Test Training 
Workshops to be offered to surplused employees. The Company will 
arrange for the bargaining unit employees, who are jointly designated 
by the Union and the Company as trainers for this workshop, to be 
released from their normal duties to conduct the workshops. The 
Company will continue to pay these employees their basic wages. The 
Union will “train the trainers” and provide the training facilities and 
associated supplies and equipment needed to conduct these 
workshops. The Union and the Company will encourage surplused 
employees to avail themselves of the Pre-Test Training Workshops and 
once scheduled for a workshop, to fully utilize the services provided to 
prepare themselves and to take the required test(s) administered by the 
Transfer Bureau.  

(5) The Involuntary Re-Deployment Process will be implemented 
in the following manner: 

 

(a) “Surplused” Employees will have residency time requirements 

waived on their current title. 
 

(b) “Surplused” Employees will be offered, on a priority placement 

basis5, in seniority order, all available positions6 for which they are qualified 

that are at or below the wage maximum established for the surplused title 

(lateral or downgrades). Employees must meet all applicable requirements of 

the position (e.g., must qualify on required tests) in order to be offered re-

deployment to the position. 
 

(c) “Surplused” employees will not be involuntarily re-deployed to a 

Customer Information Services position through this process. 

__________________________________ 
5 Priority Placement Basis – Surplused employee will have priority for lateral and downgrade positions in the 
Transfer Bureau before other transfer requests are considered for the available positions. 
6 The Company will endeavor to ensure that surplused employees will have available positions, from 
which to select, which would entail a one-way commuting distance of no more than 50 miles further than 
his/her current one-way commuting distance. 
7 Guaranteed Job Offer [in effect for the remaining life of the current Contract (October 17, 2024)] will 
consist of a bargaining unit job in the State of Connecticut for which the employee is qualified (must meet 
the basic qualifications, including passing the appropriate tests). An employee who is offered a 
Guaranteed Job Offer will have 24 hours from the time of offer within which to accept the position. If the 
employee declines the position, the employee will no longer be eligible for Guaranteed Job Offer or 
transfer, voluntarily or  
involuntarily, to another position and will be required to accept the EVSP offer and must be off the payroll 
within 8 weeks from the date of notification to the Union of the initiation of the Involuntary Re-Deployment 
Process. 
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(d) An employee who is offered a position will have 24 hours from the 

time of offer within which to accept the job offer to any available job. If the 

employee declines the job offer to any available job, the employee will no 

longer be eligible for transfer, voluntarily or involuntarily, to another position 

and will be required to accept the EVSP offer and must be off the payroll 

within 8 weeks from the date of notification to the Union of the initiation of the 

Involuntary Re-Deployment Process. 

(e) An employee’s surplus status will be removed once he/she has either 

accepted a reassignment through this process or accepted a normal transfer. 
 

(f) For “surplused” employees who declined to participate in the EVSP 
and are unable to meet basic qualifications of any of the available positions 
that are at or below the wage maximum established for the surplused title 
(lateral or downgrades), and for the remaining life of the current Contract 
(October 17, 2024), the Company will extend a Guaranteed Job Offer 7. 
 

(g) Employees who have been re-deployed through this process and 
have been re-deployed into a position with a wage maximum below that of 
their surplused title will have their wages treated in accordance with the 
Wage & Working Practices, General Section, Paragraph 3.12. Wage 
treatment in accordance with Paragraph 3.12 will cease if pursuant to a 
subsequent surplus declaration the employee selects a position under 
Article VII paragraph 1.i, however the employee will receive transition 
pay as appropriate. 

 

(h) Employees who have been re-deployed through this process into a 
position with a wage maximum either at or below that of their surplused title 
will continue to have access to and may accept the provisions of the EVSP 
until whichever of the following occurs first:  
 

(1) they accept another position through the Transfer Bureau; or 
 

(2) a.) Three (3) years from the effective date of their re-
deployment for employees with ten (10) or more years or 
 b.) for employees with less than ten (10) years of service on 
the effective date of their re-deployment, the lesser of three (3) years 
from the effective date of their re-deployment or the period of time 
between the effective date of their re-deployment and the expiration 
date of the 2021 Labor Agreements (October 17, 2024).  
 

(i) The title of employees re-deployed will be changed to conform to the 
title on the new position, and such employees will be subject to the working 
practices prevailing for other employees in that position. 
 

(j) There will be no retreat back to the surplused position within the 
normal six-month retreat period.  
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(k) Residency time requirements on the new title to which the employee 
has been re-deployed will be waived until the employee transfers to a 
subsequent position. 
 

(l) Re-deployed employees will not have any priority consideration in 
the Transfer Bureau, and any transfer requests will be processed in the 
normal manner by the Transfer Bureau, except in the following circumstance: 
If as a result of accepting a Guaranteed Job Offer, the surplused employee is 
placed into a job title specifically created by the Company to meet the 
Guaranteed Job Offer commitment, the employee will receive “priority 
placement” preference in the Transfer Bureau for the next available position 
for which the surplused employee applies and is qualified and which is at or 
below the maximum wage rate of the surplused title the employee left. An 
employee who transfers from a job title specifically created by the Company 
to meet the Guaranteed Job Offer commitment will not be allowed to retreat 
back to that title. 
 

(m) If a re-deployed employee subsequently transfers to another 
position, all of the normal Transfer Bureau rules will apply to any subsequent 
transfer or transfer request (e.g., must meet residency requirements of the 
new position). 
 

(n) All employees re-deployed under the Involuntary Re-Deployment 
Process will have two additional transfer requests automatically placed in  
the Available File8: 1.) Original title, same location; 2.) Original job title, any 
location. Residency time requirement on their new title will be waived and these 
automatic requests will be in addition to the contractual agreement of ten.  

 

Automatic requests will remain in the Available File until the employee returns to 
their former title or is advanced to a level higher than their former title. 

(o) If a vacancy arises in the surplused employee’s former title (or 
successor title) and location, the order of priority in filling that vacancy will be 
as follows: 

(1) Recalls from layoff or re-deployment (“Article VII Recall 
Rights”) are honored in the following order:  

 (a)  First: Combined seniority for “Recall From Layoff” 

(b)  Second: Combined seniority for “Recall From Involuntary 
Redeployment” and “Buyback Rights”. 

(2) Employees declared surplus (not yet placed). 

(3) Employees in the MIT Program. 

(4) Normal transfer requests. 

______________________________ 
8 Available File is maintained by the Transfer Bureau and includes employees who have “recall” rights to 
a job title from which they were laid off or redeployed and receive consideration for that job title before 
other employees. 
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(p) Fulfillment of either of the automatic transfer requests will remove the 
employee from the Available File. This will have no effect on any other 
transfer requests the employee has on file in the Transfer Bureau. If the 
employee had fulfilled all residency requirements prior to re-deployment, no 
new residency requirements will be required for a subsequent transfer. If the 
employee had not met residency requirements prior to redeployment, the 
employee will be required to complete any remaining residency requirement. 
The time spent in any job(s) between the date of re-deployment and the date 
of recall from re-deployment will be counted for the purposes of meeting 
residency requirements. 

(q) The effect of declining an automatic transfer request will be as 
follows: 

(1) Original title - Original Location: 

- Employee is removed from the Available File. If his/her pay is 
above the maximum for the present title, it will be reduced directly to 
that maximum. 

(2) Original title - Any Location:  

- Employee will be removed from the Available File for any 
locations to which they refuse an automatic transfer. They will remain 
in the available file for all other statewide locations. 

When the Company has an insufficient number of jobs available to offer to 
surplused employees and notifies the Union that it does intend to layoff 
bargaining unit employees, the Company will proceed as follows: 
 

b. The Company and the Union shall meet and jointly agree upon the 
definition of the groups (herein after referred to as “pools”) within which 
layoffs are to be affected should it be necessary to introduce layoffs. At 
a minimum, pools will be defined as an Equal Employment Opportunity 
(EEO) Job Group within an entity. Should the Company elect to 
combine EEO Job Groups across the Company for purposes of 
establishing layoff “pools”, the Company may retain up to ten percent  
(10%) of the employees slated for layoff in the “pool” based on criteria 
such as special skills or licenses. 

c. In order to relieve the surplus, the Company shall first implement a 
voluntary exit incentive program, which will encompass either the 
payment provisions delineated in paragraph five (5) of this Article, or a 
replacement negotiated voluntary termination program, within the 
impacted entity “pool(s)” or on a wider basis if the Company deems that 
it is appropriate. The voluntary exit incentive program will remain 
available to impacted employees for a minimum of fifteen (15) days. 

d. If, at the conclusion of the voluntary exit incentive program, further 
force adjustments are deemed necessary by the Company, the 
Company shall provide the Union with formal written notification as to 
(i) the existence of a surplus condition by title and entity; (ii) its intent to  
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 implement a voluntary re-deployment process to relieve that surplus 

and  (iii) its intent to introduce layoffs no earlier than thirty (30) days 
from the date of notification should voluntary re-deployment efforts fail 
to relieve the surplus condition. 

e. The Company will initiate a voluntary re-deployment process to last a 
minimum of fifteen (15) days. This process will be available to all 
incumbents in surplused Titles. This process will make open positions9 
available to qualified employees identified for surplus on a seniority 
basis. Employees accepting positions in this voluntary re-deployment 
process will not have “retreat” rights to their original title. The Company 
will terminate any Temporary employees or Contract Labor performing 
the work of bargaining unit employees in the impacted “pool”. 

f. If, at the conclusion of the voluntary re-deployment process, further 
force adjustments are deemed necessary by the Company, the 
Company shall again provide the Union with formal written notification 
as to its intent to introduce layoffs no earlier than fifteen (15) days from 
the date of notification. 

g. The Company and the Union are committed to jointly explore all 
possible alternatives to layoff prior to the Company initiating layoffs. To 
that end, as soon as can be mutually arranged after the issuance of the 
formal written notification, the Company and the Union shall convene a 
joint committee of representatives to explore all alternatives to achieve 
the underlying cost reductions associated with the planned layoff. 
These options may include, but are not limited to changes to wage 
rates, benefit provisions and in work rules, changes in compensation 
practices relative to overtime and differential payments, changes in 
reimbursement practices or implementation of furloughing and/or part-
timing work scheduling arrangements. This committee shall not 
formulate policy or arrive at binding decisions or agreements, but rather 
shall be charged with the responsibility to develop  

 recommendations to the Company and Union bargaining 
representatives during the notification period. 

h. In the event there still remains the need to initiate layoffs, the Company 
will do so in accordance with the formal written notification referenced 
in paragraph (f). The Company will terminate contract labor and 
Temporary employees performing services that employees designated 
for layoff are qualified to perform and that can be performed at 
comparable costs.  

 
 
 

______________________________ 
9 “Open Positions”: any positions available in the Transfer Bureau will be closed to normal Transfer 
Bureau candidates in order to be made available to either the Voluntary Re-deployment process or to 
employees designated for layoff. 
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i. Based upon the “pools’ agreed upon in paragraph (b) above, surplused 
titles will be grouped with other titles in the same EEO Job Group and all 
incumbents on titles within the “pool” will be arranged in seniority order. 
The Company, if appropriate, will identify employees to be retained and 
then in inverse seniority order within the “pool” designate employees for 
layoff to the extent necessary to relieve the surplus condition. Within each 
“pool” more junior employees in the surplus titles will be offered, in seniority 
order, the positions of the most junior (non-retained) employees slated for 
layoff from the “pool”. Employees selecting positions of more junior 
employees in the “pool” must meet Basic Qualifications of the position 
selected. If the position selected is at a lower rate of pay than that of the 
employee’s current position, the employee’s pay will be reduced to the new 
rate at the time of transfer; however, the employee will continue to receive 
a supplemental partial payment of their severance pay (“Transition Pay”), 
to maintain their former rate of pay, for a period of time equivalent to the 
number of weeks called for in the layoff payment table based upon their 
completed years of net credited service. Residency time requirements on 
the new title for employees selecting positions in this process will be 
waived until the employee transfers to a subsequent position. Employees 
selecting positions in this process will have “buyback” rights10 to their 
original title should a vacancy arise in that title within the Company-defined 
entity from which they were originally declared surplus. 

j.  Employees electing not to select a position of a more junior employee in 
the “pool”, may alternatively accept the provisions of the voluntary exit 
incentive program in effect at the time. If, at the conclusion of the above 
steps, further force adjustments are deemed necessary by the Company, 
the employees designated for layoff will be given a last voluntary 
opportunity to select from available open positions11 or accept the 
provisions of the voluntary exit incentive program in effect at the time. The 
Company will then initiate layoffs for all remaining identified employees. 

 

_______________________________________ 

10 “Buyback Rights” - All employees surplused in the “layoff” process and who “bump” into a position 

which has been designated for layoff will have two additional transfer requests automatically placed in 

the Available File: 1.)  Original title, same location; 2.) Original job title, any location. Residency time 

requirement on their new title will be waived and these automatic requests will be in addition to the 

contractual agreement of ten. Automatic requests will remain in the Available File until the employee 

returns to their former title or is advanced to a level higher than their former title. Fulfillment of either of 

the automatic transfer requests will remove the employee from the Available File. This will have no effect 

on any other transfer requests the employee has on file in the Transfer Bureau. The effect of declining an 

automatic transfer request will be as follows:  

(1) Original title - Original Location: 

Employee is removed from the Available File.  
(2) Original title - Any Location: 

Employee will be removed from the Available File for any locations to which they 

refuse an automatic transfer. They will remain in the available file for all other 

statewide locations.   
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2. In the event of an emergency or unusual peak workload conditions, the 
Company will attempt to utilize employees laid off under the provision of this 
article before engaging other contingency labor sources. Employees laid off by 
the Company will be given preferential consideration for engagement as a 
Temporary employee if they are so registered. 
 

(a) Temporary needs in titles and entities which have been subject to 
layoff shall be filled as follows: 
 

 (1) The Company shall contact former employees who have 
“recall” rights (as defined in Paragraph 3 of this Article) to that title 
and entity, in seniority order, in order to offer them the temporary 
assignment (regardless of prior application status). 
 

(2) All provisions of the Temporary employee classification will be 
applicable; except, wage rates for these employees will be equivalent to the 
going rate for regular employees holding that title and contractual work 
rules applicable to these employees will be consistent with those applicable 
to regular employees holding that title. 
 

(3) Acceptance of a Temporary assignment will not have an 
impact on “recall” rights or any previous severance payments. 
 

(b) Temporary needs in titles and entities which have not been subject 
to layoff shall be filled as follows: 
 

(1) Preference shall be given to laid off employees who have 
applied for Temporary employment. All provisions of the Temporary 
employee classification would apply to these employees, should they 
accept the assignment; such acceptance will have no impact on “recall” 
rights or any previous severance payments. 
 

(2) Select from remaining Temporary applicants. 
 

3. If a vacancy should arise in a title (or successor titles) and organizational unit 
which has experienced layoffs, the Company will offer employment in order of seniority to 
employees who have been laid off from that title (or successor titles) and organizational 
unit, before initiating the Transfer Plan (Policies and Procedures, Part I). These “recall 
rights” will remain in effect for laid off employees provided that:  

 
 
 
 
 

 
_______________________________ 
11 “Open Positions”:  any positions available in the Transfer Bureau will be closed to normal Transfer 
Bureau candidates in order to be made available to either the Voluntary Re-deployment process or to 
employees designated for layoff. 
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(a) Each such employee’s service at the time of layoff exceeds one (1) 
year and 
(b) The period of layoff does not exceed: 

-  two years for employees with less than six (6) years of seniority 
net credited service at the time of layoff, or 
-  four years for employees with six (6) or more years of seniority 
net credited service at the time of layoff, and 

(c) Such employee is still qualified to perform the duties of the 
available work and 
(d) Such employee keeps the Company informed of the address at 
which the employee can be reached and reports for duty within four (4) 
weeks after notification of re-employment by registered mail. 
An employee who declines an offer of employment to their former title 

(or successor titles) and organizational unit (at a location 50 miles or 

less from their former work location) will no longer have “recall rights” to 

their former title (or successor titles) and organizational unit. 

1. Seniority, for the purpose of this article, shall be based on seniority net 
credited service as defined in General 1.14 (b). 

5. Layoff Payments 

(a) Except as otherwise specified below a regular employee with one or more 
years of continuous service since the latest date of engagement or 
reengagement who is laid off under the provisions of this article, shall 
receive a payment for each completed year of seniority net credited 
service as defined in General 1.14 (b). as follows: 
 

Completed Years of Net Credited Service       Amount of Payment 

1 2 wks 

2 3 wks 

3 4 wks 

4                                                  5 wks 

5 7 wks 

6 9 wks 

7 11 wks 

8 13 wks 

9 15 wks 

10 17 wks 

11 20 wks 

12 23 wks 

13 26 wks 

14 29 wks 

15 32 wks 

16 35 wks 

17 38 wks 

18 41 wks 

19 44 wks 

20                                              48 wks 

21 & over                                   52 wks 



  BASIC 

19 
 

 

 

NOTE:  Except as otherwise specified below and in the absence of a replacement 

negotiated voluntary exit incentive program, a regular employee with one or more 

years of continuous service since the latest date of engagement or re-

engagement who voluntarily elects to leave the Company under the provisions of 

this article, shall receive a payment for each completed year of net credited 

service as noted in the above table, except the following maximum benefit 

amounts (i.e., voluntary exit incentive program) shall apply: 
 

- If the participant’s basic bi-weekly wage rate is $2,223.00 (effective 
5/10/2013)* or less, his/her maximum benefit shall be $28,000. 
 

- If the participant’s basic bi-weekly rate is greater than $2,223.00 
(effective 5/10/2013)*, his/her maximum benefit shall be $30,000. 
 

* The amount will be increased whenever there is an adjustment to the 

wage progression schedules 
 

(b) The employee's basic weekly wage plus any fixed differential shall 
be used as the basis for computing the amount of the layoff payment. 
 

(c) A regular part time employee whose employment is terminated 
pursuant to this article shall receive a layoff payment as provided in (a) 
above, except that pay for each week shall be based on the employee's 
average basic weekly wage during the highest four (4) weeks during the 
twelve (12) months immediately preceding the week before the layoff. 
The average weekly pay shall not exceed the basic weekly pay for five 
normal tours or their equivalent per week. 
 

(d) When an employee who has received a layoff payment is re-
engaged as a regular employee and the number of weeks since the 
layoff is less than the number of weeks upon which the payment was 
based, the amount paid to the employee for the excess number of 
weeks shall be considered as advance pay and repayment shall be 
made in one lump sum or through payroll deductions at the rate of 10% 
of the current basic weekly wage until the excess amount is paid in full. 
 

(e) A reengaged employee who has received a layoff payment and 
who is again laid off shall be paid the difference between the computed 
payment to which the employee is entitled and the amount of any 
payment which the employee retained as a result of any previous layoff. 
 

(f) The layoff payment provided for above shall be in addition to any 
payment in lieu of vacation allowance to which the employee may be 
entitled as of the layoff date. 
 

(g) Layoff payments shall be made in one lump sum less any 
deductions required by law. 
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ARTICLE VIII 

(Reserved for Future Use) 
  
 

 

 

ARTICLE IX 
 

REINSTATEMENT OF EMPLOYEE VETERANS 
 

1. Employees who have been in military service on leaves of absence shall 

be reinstated in their former or equivalent positions in accordance with the 

following provisions: 
 

(a) Application for reinstatement is made within ninety (90) days after 
release from military service, or from hospitalization continuing after 
discharge for a period of not more than (1) year; 
 

(b) Military service has been satisfactorily completed as indicated by 

discharge papers; 
 

(c) They are still qualified to perform the duties of such positions; 
 

 (d) When employees are unable immediately to return to work because 

of disability they will be reinstated as of the date of discharge from military 

service and will be eligible to sickness benefits in accordance with their net 

credited service. 
 

2. Any employees reinstated in accordance with the above provisions shall 

be returned to the payroll at the rate of pay they would have received, if they had 

been continuously on duty with the Company during the absence, in the job 

classification they were in at the time they left. 

 

 

ARTICLE X 
 

TRANSFERS AND PROMOTIONS 
 

1. It is agreed that personnel placement is based upon the fitting together of 

people and jobs through consideration of the abilities, interests, personality, 

capacities, experience, training and physical qualifications of the individual and the  
 

requirements of the job. Recognizing that there will be a need for transfers from one 

occupation to another the Company will maintain a procedure to enable an employee 

to make known a desire to be considered for another position. 
 

2. Selection of employees for transfer to other jobs will be made in 

accordance with the Transfer Procedure identified as Policies and Procedures 

Part I of this Contract. 
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3. In making promotions, Management shall select the employee with 

seniority provided the qualifications of the individuals considered for the position 

are judged by Management to be reasonably equal. In the event that a person 

with less service than other candidates is chosen, the following rule should apply. 

The greater the difference in length of service the more highly qualified must the 

person selected be to override that seniority. 
 

4. For the purpose of this article seniority shall be based on seniority net 

credited service. 
 

5. The promotion of an employee to a management job shall not be subject to 

arbitration as prescribed in Article XXI of this Contract. 
 

6. Insofar as practicable, the Company will notify those employees who were 

candidates for the position of the reasons for the final selection before 

announcement is made of the employee selected. Any interested employee shall 

be informed of the reasons by initiating an interview with the supervisor. 

 

 

ARTICLE XI 
 

DISMISSALS AND PENALTIES 
 

1. Dismissals or other penalties shall be affected for just cause only and not 

for purposes of discrimination against any member of the Union. In any action 

taken on account of unsatisfactory work or minor misdemeanor subsequent to the 

trial period, the Company agrees to make a definite effort to provide another 

opportunity for further trial of the employee before final dismissal is affected. 
 

2. In all cases of dismissals or other penalties, the employee's supervisor will notify 

the appropriate Chief Steward, or a higher level union officer if the Chief Steward is 

unavailable, prior to such action. If circumstances make this prior notification impossible, 

the supervisor will notify the Chief Steward immediately following such action and will 

inform the Chief Steward of the reason prior notification was not possible. In addition, the 

Director-Labor Relations shall notify the Union office in writing of any such action as soon 

as practicable with the exception of those releases which occur during the trial period. The 

withholding of a scheduled wage increase will be reported to the Union office by the 

Director-Labor Relations. 
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ARTICLE XII 
 

UNION REPRESENTATION 
 

1.     At any meeting between a representative of the Company and an employee 

in which discipline (including warnings which are to be recorded in the personnel 

file, suspension, demotion or discharge for cause) is to be discussed a Union 

representative will be present if the employee so requests. 
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ARTICLE XIII 
 

GRIEVANCES 
 

1. In the event differences arise between the Company and any of its 
employees or the Union as to the application, interpretation and administration of 
matters subject to the provisions of this Contract, the parties hereto agree to 
make a prompt and earnest effort to settle such differences to the satisfaction of 
all parties concerned, in the minimum number of steps in the following procedure: 
 

GRIEVANCE PROCEDURE 
 

The Union will file Requests for Grievance at the Local Resolution Step 

directly with the Department. The parties shall meet within 15 working days 

of the Union’s request for local resolution. Time limit may be waived by 

mutual agreement. 

______________________________________________________________ 

Local Resolution 

 

Chief Steward or Designee          Chairperson 2nd Level Management 

        Steward               (Department) 

1st Level Management 

 

If not settled, then the following parties shall meet within 10 working days of the 

Union’s request for department resolution. 

______________________________________________________________ 

 

Department Resolution 

Department V.P. or Designee Chairperson        Director (Department) 

Business Agent          2nd Level Manager 

       Chief Steward          (Department) 

    Labor Relations 

    Representative 

 

If not settled, then the following parties shall meet within 10 working days of the 

Union’s request for corporate resolution. 

______________________________________________________________ 

Corporate Resolution 

 CWA International Staff Rep. Chairperson AVP Labor Relations 

 or Designee   or Designee 

 Departmental VP  Director – (Labor  

 Relations) or Designee 
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Representation of the parties at each step will be generally as indicated but may  

vary at the discretion of the Chairman of either party and with advance notice. 
 

 

If not settled, then either of the parties may request arbitration as prescribed in 

Article XXI of the Contract. 
 

NOTE:   A. All grievances will be filed within 180 days from the date of the 

action to be grieved or the date the Union became aware of the 

action to be grieved. The Union will file Requests for Grievance at 

the Local  
   

  Resolution Step directly with the Department. The Union will file 

Requests for Grievance at the Department and Corporate 

Resolution Steps with Labor Relations. Time limits for department 

resolution and corporate resolution shall be waived upon request 

of either party. 
 

B. Those employees of the Company including the aggrieved 

employee(s) and the employee representative(s) designated by the 

Union, who shall suffer no loss in pay for time consumed in, and 

necessarily consumed in traveling to and from grievance meetings, 

shall not be more than three (3) at the Local Resolution step, no 

more than four (4) at the Departmental Resolution step and no 

more than two (2) at the Corporate Resolution step of the 

grievance procedure. Representation of the parties at each step 

will be generally as indicated but either party may vary it by 

advance notice to the other party. 
 

C.  At the conclusion of any step in the grievance procedure, the 

grievance shall be considered as finally and satisfactorily settled 

unless taken to the next step within forty-five (45) days. 
 

D. If the Company denies the grievance at the Department 

Resolution step, the Company (Labor Relations) shall provide 

written notice of such denial to the appropriate CWA District One 

International Official. 
 

E. At the Corporate Resolution Step, the Company (Labor 

Relations) shall provide final disposition of the grievance to the 

appropriate CWA District One International Official. 
 

2. Grievances arising out of the application, interpretation and administration 

of matters subject to the provision of this Contract ordinarily shall be processed in 

accordance with the above procedure. 
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3. The employee or employees initiating the case may accompany their 

Union Representative at the Local or Department Resolution Steps. However, 

any individual employee or group of employees has the right at any time to 

present grievances to the Company and to have such grievances adjusted, 

without the intervention of the Union, as long as the adjustment is not inconsistent 

with the terms of this Contract and provided the Union has been given opportunity 

to be present at such adjustment. 
 

4. The Company will permit aggrieved employees and their Union 

Representatives such necessary time off as conditions of the business permit, 

without pay, for conferring and preparing the employee's case. 
 

5. If dismissed employees are subsequently cleared of charges preferred 

against them, the Company shall reinstate such employees and they shall receive 

full compensation for any loss of wages, less any amount received by them for 

their services elsewhere and as unemployment insurance benefits during the 

period of dismissal. If an employee suffers a penalty other than dismissal and is 

subsequently cleared, the Company shall fully compensate the employee for any 

loss of wages sustained while such penalty was in effect. In either case the 

Company shall restore the employee to the same status the employee would 

have attained if the dismissal or penalty had not been in effect. 
 

6. A confidential written report of the proceedings at each step of the 

grievance procedure shall be prepared and signed by both parties promptly after 

each step. 
 

Such report shall include: 
 

a. Dates of meeting, department, exchange 
b. Names of those attending 
c. Statement of grievance 
d. Management's position 
e. Union's position 
f. Conclusion reached 
 

A signed copy of such minutes shall be furnished to both parties. 

 

 

ARTICLE XIV 
 

JOINT CONFERENCES 
 

1. Joint conferences between Union and Company representatives shall be 

held upon request of either party, providing reasonable advance notice with a 

statement of the subjects proposed for discussion, shall be given to the other 

party. Reasonable advance notice shall ordinarily be interpreted as a period of 

not less than one (1) week nor more than two (2) weeks, the exact period in each  
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case to be determined by mutual agreement. Joint meetings to discuss 

grievances or emergency matters shall be held with a minimum of delay. The 

Executive Board, the President of the Union or their duly authorized 

representatives may meet with officials of the Company as occasion demands. 
 

2. The Director-Labor Relations shall make the necessary arrangements for 

holding the conference on the date specified in the notice if acceptable to the 

other party, or some other mutually satisfactory date if the date specified cannot 

be met and shall notify the immediate supervisors of those employees expected 

to attend. Because of scheduling requirements, the Director’s office shall be 

notified by Thursday of the week preceding the specified date. The Union office or 

appropriate Company Representatives shall be advised, by the Director-Labor 

Relations, of the date and proposed subjects of the conference. Exceptions to this 

method of arranging for joint conferences shall be made when one Union 

representative wishes to meet with one Company representative other than 

his/her own supervisor; in such cases, the Union representative shall arrange with 

his/her immediate supervisor for the necessary time off. 
 

3. The Company will pay Union representatives for time off during scheduled 

working hours to attend joint conferences including any necessary time spent 

during scheduled working hours in traveling to and from such conferences. Union 

representatives shall return to regular duty at the conclusion of any joint 

conference which terminates a reasonable time prior to the completion of 

scheduled working hours. The Company will not pay transportation and meal 

expenses. 
 

4. Minutes of joint conferences shall be recorded by a person employed by 

the Union and shall be approved in writing by a designated Company 

representative and a designated Union representative. The Company may also 

have its representative present to record minutes when it so desires and shall 

furnish a copy of such minutes to the Union. In return for the Union providing 

secretarial service, the Company will assume the cost of printing the minutes of 

joint conferences and will furnish the Union office up to thirty-five (35) copies of 

such minutes.  Upon request, copies in excess of thirty-five (35) will be furnished 

to the Union at cost. 
 

5. The Union chairman shall be the chairman of joint conferences between 

Union and Company representatives. 
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ARTICLE XV 
 

COLLECTION OF DUES 
 

1. Upon written order signed by a bargaining unit employee, the Company 

will deduct from that employee's wages and pay over to the Union the amount 

specified in said order. The Union will reimburse the Company for the cost of 

making the transaction. 
 

2. The Union agrees that at its own expense it will defend, indemnify, and 

save harmless the Company from and against all claims, demands, suits, 

damages, or expenses, of any kind whatsoever, arising out of or in any manner, 

except for the Company's own willful misconduct, incident to any action taken by 

the Company in complying with Section 1 of this Article XV. 

 

 

ARTICLE XVI 
 

AGENCY SHOP 
 

1. Each employee who is a member of the Union or who is obligated to 

tender to the Union amounts equal to periodic dues on the effective date of this 

agreement, or who later becomes a member, and all employees entering into the 

bargaining unit on or after 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 to members for the period from such effective date or, in the case 

of employees entering into the bargaining unit after the effective date, on or after 

the thirtieth day after such entrance, whichever of these dates is later, until the 

termination of this contract. 
 

2. For purpose of this Article, "employee" shall mean any person entering into 

the bargaining unit. Each employee who is a member of the bargaining unit on or 

before the effective date of this Agreement and who on the effective date of  

this Agreement was not required as a condition of employment to pay or tender to 

the Union amounts equal to the periodic dues applicable to members, shall, as a 

condition of employment, pay or tender to the Union amounts equal to the 

periodic dues applicable to members for the period beginning 30 days after the 

effective date of this agreement, until the termination of this agreement. 
 

3. The condition of employment specified above shall not apply during 

periods of formal separations* from the bargaining unit by any such employee but 

shall reapply to such employee on the thirtieth day following return to the 

bargaining unit. 
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*The term "formal separation" includes transfers out of the bargaining unit, 

removal from the payroll of the Company, and leaves of absence of more than 

one month duration. 

 

ARTICLE XVII 
 

PROMOTIONS AND TRANSFERS OF UNION OFFICERS 
 

1. In the event of a proposed promotion, advancement or transfer of a 

Business Agent, Chief Steward or Executive Board member, the Company will 

give two (2) weeks written notice to the Union as well as notifying the individual 

involved. 

 

 

ARTICLE XVIII 
 

UNION ACTIVITIES 
 

1. No employee shall engage in any Union activity, except joint meetings with the 

Company's representatives, during work periods. Incidental activities associated with 

the functions of locals may be performed outside of such work periods, provided such 

activities are performed by Union members who are also employees and are carried 

on in space  
 

 

where no Company operations or administrative work is performed, or where such 

activities do not interfere with the operations of the Company or the use of the space 

by other employees for the purpose for which the space intended. In case of 

emergency, supervisors may excuse Union representatives from duty without pay, to 

carry on such activities. 
 

2. Insofar as requirements of the business permit, employees will be excused 

from duty, without pay, when required to do Union work. Union representatives 

shall make arrangements with their immediate Supervisors in advance of such 

absences giving at least one (1) week's advance notice of the requested 

absence. 
 

3. Conditions of work permitting, employees shall be excused from their 

normal tour of duty in periods of half days or whole days unless part of such 

periods can be used for productive work. 
 

4. Union meetings shall not be held on Company property. 
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ARTICLE XIX 
 

FEDERAL OR STATE LAWS 
  

1. Should any Federal or State law or regulations, or the final decision of any 
court or board of competent jurisdiction, affect any practice or provision of this 
Contract, the practice or provision so affected shall be made to comply with the 
requirements of such  
law, regulation or decision for the localities within the jurisdiction; otherwise, all 
other provisions of and practices under this Contract shall remain in full force and 
effect. Any  
changes made under this article shall be discussed and agreed upon jointly by 
the Company and the Union before written revisions are issued. 
 
 

ARTICLE XX 
 

AMENDMENT 
 

1. This Contract shall be subject to amendment by mutual agreement of the 
parties hereto at any time. The specific terms of such amendment shall be 
committed to writing and signed by a duly authorized Company representative 
and a duly authorized Union representative. Any announcement of such 
amendment shall be worded identically when issued separately by the Union and 
the Company. 
 

2. It is expressly understood that this Contract does not cover all working 
conditions now existing, or which may arise in the future. Both parties reserve the 
right to bargain regarding any working conditions not specifically covered in this 
Contract.  
 
 

ARTICLE XXI 
 

ARBITRATION 
 

1. In the event that any dispute or controversy concerning the true intent and 
meaning of a provision of this Contract, or a question as to the performance of 
any obligation here under, or any grievance as defined in Article XIII arises and 
cannot be satisfactorily settled by negotiation between the Union and the 
Company, with the exception stated in paragraph 5 of Article X of this Contract, 
the matter shall be arbitrated upon written request of either party to the other in 
the following manner. 

 

a. In the event that either party wishes to proceed to arbitration it will 
provide a letter requesting arbitration within sixty (60) days of a Step 3 
denial. After the filing of the request, the Union shall appoint one 
person to serve as an arbitrator and the Company shall appoint one  
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 person to serve as an arbitrator. The Union and the Company shall 
jointly appoint a third person who shall serve as Chairperson. 

 

 In the event that, after a good faith effort by the parties, an agreement 

cannot be reached on the appointment of a third person within 45 

days, or if either party fails to respond to the other party within 15 days 

of receipt of the letter requesting arbitration, the Chairperson shall be 

designated by the American Arbitration Association. The rules and 

regulations of the American Arbitration Association which are in force 

at the date of the submission of the matter to arbitration shall govern 

all arbitration proceedings. 
 

b. After the appointment of this committee, hearings shall be started and 

carried to conclusion as expeditiously as possible. 
 

c. The decision of the majority of this Arbitration Committee shall be final 
and the Union and the Company agree to abide by such decision. 

 

2. The compensation and expenses of the Union and the Company 
appointees shall be borne by the respective organizations choosing them while 
those of the Chairman and the general expenses of the arbitration shall be borne 
by the Union and the Company equally. 
 

3. Whenever the Union notifies the Company in writing of its election to 
arbitrate a grievance, and in the same writing also states (1) The election to 
arbitrate is involved in the Union’s internal appeals process, and (2) that the 
notice of elections to arbitrate is therefore being given solely to preserve the 
Union’s right to arbitrate in the event the appeal is upheld, the parties agree that 
the running of the 60 day time limit shall be frozen as of the date the Company 
receives such notice. 
 

4. With respect to any grievance as to which notice is given to the Company 
in accordance with the terms of Section 3 above, the Union shall notify the 
Company promptly in writing of the outcome of its internal appeal process and at 
the same time: 

 

a. If the appeal is upheld, the Union shall also notify the Company of its 
intent to proceed to arbitration and the running of the 60 day time limit 
in Section 1, paragraph a. shall resume as of the date upon which the 
CWA Staff Representative receives notice that the appeal is upheld.  
Under no circumstance will the Union notify the Company of its 
intention to proceed to arbitration more than 14 months after the 
denial of the Step 3 notice. 

 

b. If the appeal is denied, the Union shall also notify the Company of its 
withdrawal of its previous notice to arbitrate the subject grievance. 
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ARTICLE XXII 
WORK-AT-HOME PROVISIONS 

Section 1. General 

1.1 The Company may establish and staff Work-at-Home (WAH) operations 
in any of its business operations as it deems appropriate. The wages, 
benefits eligibility and coverage, and other terms and conditions of 
employment for employees deployed in a WAH arrangement shall be 
governed by the applicable provisions of this Agreement, except as 
modified by the following terms, conditions, and principles for working-
at-home. Work-at- Home arrangements will be staffed with employees 
in their current classifications. 

 

1.2 Once WAH has been implemented under this Article for at least 90 days, 
the Company, upon request by the Union, will meet with the Union once 
every 4 months to discuss any or all ongoing WAH arrangements then 
in place. After WAH has been implemented for 12 months or longer, 
these meetings, if requested, will be held semi-annually. 

 

1.3 Access to Virtual Union Bulletin Board: Recognizing that the Union may 
from time to time have legal posting requirements to meet, and to 
provide a substitute for a physical bulletin board (Article XXVII), the 
Company will send e-mail to WAH participants that contains a link 
provided by the Union which will enable employees to access a virtual 
union bulletin board maintained by the Union. This notification shall 
occur following ratification of the 2021 Agreement for all employees 
currently in WAH due to the pandemic, when employees are first placed 
in WAH under this Article, and in the event, there is a legal requirement 
for a posting. 

 

Section 2. Eligible Employees 

2.1 All employees who meet the Home Office and other requirements set forth 
below are eligible to be considered for deployment on a work-at-home 
basis. The Company may require new hires to meet those requirements 
so they can be deployed to work from home. 

 

2.2 The Company will work with existing employees to enable them to meet 
WAH requirements. Existing employees who are unable to meet WAH 
requirements because High-Speed Internet service and/or other 
technical requirements are not available at their residence (or other 
approved WAH location) will be accommodated by working from an 
assigned work location for so long as the requisite Internet service 
remains unavailable at the employee’s residence (or other approved 
WAH location). Monetary assistance will only be provided to the extent, 
if any, specifically provided for in these WAH provisions. 
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2.3 The Company will determine the number of employees who will be 
deployed to work from home when some but not all employees in a 
particular operation and work group are to be deployed in a WAH 
arrangement. 

 

2.4 The Company will not require any employee who, as of September 10, 
2021, was not working from home, to work from home to the extent the 
Company implements work at home for that employee’s work group 
under this Article. The Company will provide the Union with a list of all 
employees who were and were not working from home as of September 
10, 2021. 

 

Section 3. Selection of Employees 
 

3.1 When some but not all employees in a particular operation and work 
group are to be deployed in a WAH arrangement, participants will first 
be selected on a voluntary basis in seniority order. 

 

3.2 An employee may return to a Company-assigned work location with 
management approval. 

 

3.3 If there are insufficient volunteers to meet the Company’s WAH staffing 
target, employees will be assigned to WAH in inverse seniority order. 

 

3.4 Eligibility for WAH will not be based on the achievement of specified 
performance or attendance metrics. 

 

3.5 New hires or employees who will be deployed to work from home who are 
required to attend training or re-training for their position may be required 
to attend all or a portion of the training or re-training in a location 
designated by the Company. 

 

Section 4. Home Office Requirements and Parameters 

4.1 Adequate space in the employee’s residence (or other approved WAH 
location) with privacy and sufficient electric power and outlets for all 
equipment necessary to perform the work. 

 

4.2 A workspace free of distractions, preferably one with a door that can be 
closed for privacy. No obtrusive background noise like the television, 
conversation, radio, or animals. The workspace must be arranged in 
such a way that  
proprietary and confidential Company and customer information cannot 
be viewed or accessed by anyone in the household. 
 

 

4.3 A room with good lighting (overhead lighting and a desk lamp if needed) 
and appropriate temperature control. 

 

4.4 A sturdy desk or table that can handle the weight of the computer and 
equipment, with sufficient space for a phone and headset. 
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4.5 Work area free from all safety hazards and unsafe conditions, such as 
slipping, tripping, electrical, fire and other hazards. If an employee 
suffers a work-related injury or illness in his/her residence, the employee 
must report the injury or illness in accordance with Company policy. 

4.6 High-Speed Internet access meeting technical and other requirements. 
 

4.7 No deed, lease, condominium, HOA or co-op restrictions which would 

be violated by performance of the work at the residence. 
 

4.8 In the event the Company requires a WAH employee to use Company-
provided High-Speed Internet service to conduct Company business, 
the Company will reimburse the employee for the full cost of the type of 
service required to conduct WAH work or, at its option, will provide such 
service free of charge. 

 

4.9 An employee may designate only one remote WAH location, with 
Company approval. 

 

Section 5. Equipment 

5.1. The Company will provide, and bear the cost of, any special equipment 
and special services it determines are needed to perform, at home, the 
duties and responsibilities of the employee’s job. To the extent that the 
Company determines an employee requires an accommodation, the 
Company will provide equipment and items required by law. All 
equipment supplied by the Company remains the property of the 
Company and may be removed or replaced at the Company’s discretion 
with reasonable notice to the employee, generally twenty-four (24) 
hours’ notice except in exigent circumstances. 

 

5.2. The Company will provide a one-time allowance of up to $250, 
reimbursable after an employee provides proof of purchase, for buying 
a workstation (desk or other furniture appropriate for conducting work). 
The Company will supply WAH participants with ergonomically 
appropriate chairs. 

 

5.3. Web cams may be used for virtual face-to-face meetings, team 
meetings, training, supervisory feedback, and interview/disciplinary 
discussions. Web cams will not be used for surveillance and may be 
covered or deactivated by an employee when not in use for one of the 
purposes listed. 

 

Section 6. Schedule Adherence; Overtime 

6.1. The system log-on process must commence at the start of the 
employee’s scheduled tour and not before and log out must occur at the 
end of the employee’s scheduled tour or working hours, and not after. 
Employees are expected to start their tours in a punctual manner and 
adhere to the schedule  
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as if they were at a Company work location and, while working, give their 
full and undivided attention to the performance of their job duties. In the 
event participants need to leave their work position at times for other than 
a scheduled break or meal period or a brief break for immediate personal 
needs using the appropriate sign out code (e.g., ceasing work due to 
feeling ill), they must first notify supervision and secure permission. 
Upon returning to their work position, participants must inform 
supervision. If an emergency situation develops requiring immediate 
action on the part of the employee, he/she should react appropriately 
and notify supervision as soon as appropriate. 

6.2. Employees will be expected to communicate to their family members 
and friends that distractions such as personal telephone calls, visitors 
and interruptions by children while on duty can be very disruptive to their 
ability to perform the job and should be limited to emergencies. During 
paid working hours, employees will not be permitted to invite business 
visitors or social guests of the employee to their residence without the 
express written authorization of their supervisor. Nothing in this Article 
precludes or prohibits an employee from meeting with other employees 
or representatives of the Union during the employee’s lunch or break 
periods. 

 

6.3. Emergency call outs and overtime will be handled as outlined in the 
applicable collective bargaining agreement. Overtime must be approved 
in advance by the employee’s supervisor or authorized designee, unless 
an employee is in the process of completing a customer call. 

 

Section 7. Code of Conduct; Protection of Customer Information; Company 
Equipment 

7.1. Employees must comply with Company rules and policies including the 
Frontier Communications Code of Conduct. Employees will be required 
to establish and maintain safeguards that will protect from theft, abuse or 
misuse of all Company records and property, including all customer 
information, located in or accessible from, their premises. In addition, 
they must take all necessary steps to protect the secrecy of 
communications and the confidentiality of customer information and 
communications. Employees are not permitted during non-working 
hours to log into the Company systems used to perform their jobs. 
Working outside of a scheduled tour or approved overtime is strictly 
prohibited, and this includes checking, reading, or responding to e-mails 
and receiving or making work-related telephone calls. 

 

7.2 All Frontier equipment and other materials provided to an employee in 
connection with the work at home arrangement, and all equipment, 
materials, correspondence, records, documents, software, promotional 
materials and other Company property, including all copies, summaries,  
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synopses, or portions thereof, which come into an employee’s 
possession, whether or not created by the employee, and regardless of 
whether they were received by the employee at his/her residence, will at 
all times remain the sole and exclusive property of the Company. At any 
time that the Company requests, and immediately upon the termination 
of an employee’s employment, the employee will return to the Company 
all such Company property and will not keep any copies of such 
Company property. 

 

Section 8. Employee Safety; Ergonomics 

8.1 Employees will be responsible for compliance with Company safety 
(including ergonomic) standards. 

 

NOTE: The at-home workstation setup should be consistent with the 
ergonomic setup and related principles set forth in the Ergonomics 
section of the Company’s Environmental, Health and Safety Manual (a 
copy can be obtained via The Link). 

Section 9. Equipment Malfunctions 

9.1. Employees must immediately inform supervision of the malfunction of 
any work-at-home terminal/equipment or services, or power outages or 
other events that disable the use of such terminal/equipment or services 
for more than fifteen (15) minutes. These situations will be handled on 
a case-by-case basis. 

 

9.2. In such cases, however, employees may be required to come into the 
office within two (2) hours after receiving notice to do so if they have a 
Company-provided laptop computer or use of a computer-equipped 
work station in the office, or within three (3) hours if they must bring in 
their Company-provided desktop computer, in order to finish their shifts, 
and for future scheduled shifts until the issue is resolved. 

 

Section 10. Reporting Location; Reporting to Locations Other Than Residence 

10.1. Employees’ current assigned reporting locations at the time they are 
deployed on WAH will continue to be their assigned normal reporting 
location for payroll and other purposes. All work schedules, Vacation 
Rosters, Overtime Rosters, etc. will be posted electronically. 

 

10.2. No payment for mileage or travel allowance under applicable contract 
provisions will be made when the employee is directed to report to their 
assigned normal reporting location for meetings with their supervisor or 
training, or when the employee visits the location to pick-up work-related 
materials except that authorized travel time within the employee’s 
scheduled tour will be paid. 

 

10.3. An employee is required to notify their manager at least four weeks, 
provided there are no extenuating circumstances, in advance of any 
planned change of their local residence. A planned change that would  
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prevent an employee from reporting to an available Company- 
designated work location within a two (2) hour time frame must be 
approved. A planned change of residence to a state (or other geographic 
location) in which the Company is not registered to do business requires 
senior-level management approval. 

 

10.4. Employees may be required to report to Company or non-Company 
locations for purposes such as, but not limited to, supervisor meetings, 
training sessions and policy/practice coverage. 

10.5. If practicable, participants will be given at least forty-eight (48) hours’ 
notice in advance of the start time of such meetings, sessions, and the 
like. In the event WAH is terminated for a work group or groups in which 
WAH has been implemented under this Article and the employees’ 
assigned reporting center is no longer available for use (due, for 
example, to the location being sold or leased, termination of a lease, 
condemnation, destruction, etc.), the employee’s assigned reporting 
center will be a Company location nearest to the former location which 
the Company has determined to be a suitable substitute location. 
Consideration will be given to existing Company locations which are 
within a reasonable commuting distance of the former assigned 
reporting center. For employees assigned to the New London, New 
Haven, or Meriden locations, the new reporting center will be within a 
radius of no more than 15 miles from their former reporting location 
in New London, New Haven, or Meriden, respectively. 

 

Section 11. Supervisory Evaluation and Oversight 

11.1 Supervisors will use the same methods and tools as are used in on-site 
operations to monitor and evaluate employee performance. 

 

11.2. In addition, supervisors will maintain contact with employees through 
telephone, and electronic, or other messaging. Home visits during 
scheduled hours may be conducted when requested by an employee, in 
a dire emergency, or for equipment pick-up as provided for in Section 
14.2. The Company will provide advance notice to the Union of a 
planned home visit. 

 

11.3. Any and all discipline meetings (including investigatory interviews and 
warnings which are to be documented in the personnel file, disciplinary 
action or discharge) shall be conducted with Union representation, 
unless the employee declines Union representation. 

 

Section 12. Work Stoppage 

12.1. In the event of a work stoppage, the work-at-home equipment in 
participants' homes may be deactivated and the employee may be 
required to return the equipment to a Company representative or 
location. 
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Section 13. New Hire Orientation 

13.1 The Company will make WAH new hires available at the employee’s 
assigned work location or via virtual means (such as Teams or Zoom) for 
New Hire Orientation for up to 60 minutes of paid time. 

 

Section 14. Termination of Program 

14.1 The Company may terminate the work-at-home arrangements, in whole 
or in part, at any time with reasonable notice to affected employees. In 
the event  
 

the Company plans to terminate work-at-home for any work group or 
groups, the Company will notify the Union and discuss its plans at least 
90 days before the planned WAH termination date for such work group 
or groups. 

 
 

ARTICLE XXIII 
 

NON-DISCRIMINATION CLAUSE 
 

1. In a desire to restate their respective policies neither the Company nor the 
Union shall unlawfully discriminate against any employee because of such 
employee's race, color, religion, sex, age, or national origin or because he or she 
is handicapped, a disabled veteran or a veteran of the Vietnam era. 

 
 

ARTICLE XXIV 
 

(Reserved for Future Use) 
   

 
ARTICLE XXV 

 

(Reserved for Future Use) 
 

 

ARTICLE XXVI 
 

(Reserved for Future Use) 
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ARTICLE XXVII 
 

MISCELLANEOUS 
 

1. The Union may use space on Company bulletin boards for posting notices 

and bulletins in consideration of an annual rental rate mutually agreeable. 
 

2. The Company will furnish the Union office bi-weekly with a list of 

employees engaged, transferred and released during each week. The Union will 

reimburse the Company for the cost of this service. 
 

 

 

3. The Company will regularly furnish the Union office with copies of the 

following: 
 

a. Wage and Working Practices 
  

b. Wage Maxima Sheets 
 

c. Wage Progression Schedules 
 

d. Job Descriptions 
 

e. Transfer Practices 
 

f. Monthly Report No. 1 - Condensed Summary of Reports of 

The Southern New England Telecommunications 

Corporation 
   

4. Company representatives at or above director level shall address all 

communications to and conduct business relations with the Union through the 

Director-Labor Relations. 
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ARTICLE XXVIII 
 

DURATION AND BASIS OF REOPENING 
 

1. This Contract shall commence and be binding upon the parties hereto from 

the 17TH day of October 2021 and shall continue in force and effect until 11:59 

PM on October 19, 2024. 
 

If not terminated on said 19TH  day of October 2024 by either party giving sixty 

(60) days prior notice in writing of its election to so terminate, it shall be a 

continuing Contract until terminated by similar sixty (60) days’ notice from one 

party to the other. Subject only to the provisions of any applicable law, it is 

mutually agreed that after October 19, 2024, either party on reasonable notice to 

the other may reopen negotiations on matters covered by this Contract. 
 

2. This Contract supersedes and revokes a prior Contract dated October 16, 

2019, and constitutes the full and complete agreement between the Company 

and the Union on all bargainable issues and neither party shall be required to 

negotiate or bargain upon any issue until after October 19, 2024. 

 

By:  Peter Holmes     

Director – Labor Relations – Frontier Communications  
 
COMMUNICATIONS WORKERS OF AMERICA  
 
By:  Tonya Hodges  
CWA International Staff Representative 
 
By:  Dave Weidlich 

President-CWA Local 1298 
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2022 Retiree Benefit 

 

Provision Eligible Employees 

Retiree Provisions Effective with retirements on or before 4/30/2022. 
 
Applicable for the term of the Agreement to Eligible Retired 
Employees who terminate during the term of the Agreement. 

Medical 
Plan Eligible Retire Employees shall be eligible to participate in the 

same plan as a similarly situated active Current Employee, 
2009 New Hire or 2012 New Hire, except as noted below: 

Eligible Retired 
Employees (Full 

Time) Monthly 
Contributions 

2012 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 100% of full cost of coverage* with 
no Company subsidy 

• Eligible Retired Employees who are Medicare 
eligible or ineligible for coverage 

2009 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 50% of full cost of coverage*. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  
 

*Note: Calculation of the full cost of coverage is subject to 
change from time to time at the Company’s discretion 
 
Current Employees 
The contribution shall be the same as for similarly situated 
active Current Employees.  

Eligible Retired 
Employees (Part-

Time) Monthly 
Contributions 

2012 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 100% of full cost of coverage* with 
no Company subsidy. 

• Eligible Retired Employees who are Medicare 
eligible for coverage. 

2009 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 50% of full cost of coverage*. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  

 
*Note: Calculation of the full cost of coverage is subject to 
change from time to time at the Company’s discretion.  
 
Current Employees 
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The contribution shall be the same as for similarly situated 
active Current Employees.  

Medicare Part-B 
Premium 

Reimbursement 

2012 New Hires and 2009 New Hires 

• Not Eligible 
 
Current Employees  

• No change from current plan 

Pre Medicare 
Coverage 

Pre Medicare Coverage for eligible employees at age 59.5 for 
retirements as of 5/1/2022 

Retiree Provisions Effective with retirements as of 5/1/2022 
 
Retire Health Coverage and or HRA available until retiree 
attains Medicare eligibility 

Medical 
Plan Options Eligible Retired Employees shall be eligible to elect to 

participate in the same plan as a similarly situated active 
employees or RMAP.  
Contributions to these plans are based on the applicable 
Company Contribution or Cap. 

Eligible Retired 
Employees (Full 

Time) Monthly 
Contributions 

2012 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 100% of full cost of coverage* with 
no Company subsidy 

2009 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay for retiree medical with an annual 
company contribution of:  
Single $7,500; Retiree+1 $15,000; Family $18,750 

Current Employees 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay for retiree medical with an annual 
company contribution of:  
Single $15,000; Retiree+1 $30,000; Family $37,500 
 

* Note: Calculation of the cost of coverage is subject to 
change from time to time at the Company’s discretion 
 
* Eligible Retired Employees who are Medicare eligible are 
ineligible for coverage 

Eligible Retired 
Employees (Part 

Time) Monthly 
Contributions 

2012 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 100% of full cost of coverage* with 
no Company subsidy 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage. 
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2009 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay for retiree medical with annual 
company contribution of:  
Single $7,500; Retiree+1 $15,000; Family $18,750 

• Eligible Retired Employees who are Non-Medicare 
eligible are ineligible for coverage. 

Current Employees 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay for retiree medical with company 
contribution of:  
Single $15,000; Retiree+1 $30,000; Family $37,500 
 

*Note: Calculation of the full cost of coverage is subject to 
change from time to time at the Company’s discretion 

Medicare Part-B 
Premium 

Reimbursement 

2012 New Hires, 2009 New Hires and Current Employees 

• Not eligible 

Health 
Reimbursement 

Amount 

2012 New Hires 

• Not eligible 
2009 New Hires 

• An eligible Non-Medicare retiree can decline the 
Frontier Retiree Medical Plan and elect an HRA. 
The HRA Annual amount will be as follows: Retiree 
Coverage $7,500  Retiree+1 $15,000  Family 
Coverage $18,750 

Current Employees 

• An eligible Non-Medicare retiree can decline the 
Frontier Retiree Medical Plan and elect an HRA. 
The HRA Annual amount will be as follows: Retiree 
Coverage $15000  Retiree+1 $30,000  Family 
Coverage $37,500 

Definition of Pay 2012 New Hires, 2009 New Hires and Current Employees 

• Refer to the Summary Plan Description (SPD) for 
the plan in which they were active participants. 

CarePlus  Eliminated effective 11/1/2017 

Dental 
Plan Eligible Retired Employees shall be eligible to participate in 

the same plan as similarity situated active Current 
Employees, 2009 New Hires or 2012 New Hires; except as 
noted in the sections below: 

Eligible Retired 
Employees (Full-

Time) Monthly 
Contributions 

2012 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 100% of full cost of coverage* with 
no Company subsidy. 
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• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  

2009 New Hires  

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 50% of full cost of coverage*. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  

Current Employees 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay the same as for similarly situated 
active Current Employees. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage 
 

*Note: Calculation of the full cost of coverage is subject to 
change from time to time at the Company’s discretion. 

Eligible Retired 
Employees (Part-

Time) Monthly 
Contributions 

2012 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 100% of full cost of coverage* with 
no Company subsidy. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  

2009 New Hires  

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 50% of full cost of coverage*. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  

Current Employees 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay the same as for similarly situated 
active Current Employees. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  
 

*Note: Calculation of the full cost of coverage is subject to 
change from time to time at the Company’s discretion.  

Life Insurance 

Eligible Retired 
Employees Basic 

Life (Company 
Paid) 

2012 New Hires 
$15000 
2009 New Hires 
$15,000 
Current Employees 
1x Annual Pay 
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*Note: For the purposes of Retiree Basic Life only. Annual 
Pay is the Employee’s Rate of Pay as of 12/31/2009. 
Includes base wages targeted commissions, team award, 
individual discretionary award, and miscellaneous pay, where 
applicable.  

Supplemental Life 
(Retiree Paid) 

2012 New Hires, 2009 New Hires and Current Employees 

• No change from current plan except that 
contributions shall be the same as for similarly 
situated active employees. 

Definition of Pay 2012 New Hires, 2009 New Hires and Current Employees 

• No change from current plan 

Vision 

Eligible Retired 
Employees Vision 

Plan 

2012 New Hires 

• Eligible Non-Medicare Retired Employees shall be 
eligible to participate in the Frontier Communication 
CWA 1298 Vision Program 

2009 New Hires 

• Eligible Non-Medicare Retired Employees shall be 
eligible to participate in the Frontier Communication 
CWA 1298 Vision Program 

Current Employees 

• Eligible Non-Medicare Retired Employees shall be 
eligible to participate in the Frontier Communications 
CWA 1298 Vision Program 

Eligible Retired 
Employees 

Monthly Retiree 
Contributions 

2012 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 100% of full cost of coverage* with 
no Company subsidy. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  

2009 New Hires 

• Eligible Non-Medicare Retired Employees will pay 
100% of full cost of coverage* with no Company 
subsidy. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  

Current Employees 

• Eligible Non-Medicare Retired Employees will pay 
100% of full cost of coverage* with no Company 
subsidy. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage 

 
*Note: Calculation of the full cost of coverage is subject to 
change from time to time at the discretion of the Company. 
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Eligible Retired 
Employees (Part-

Time) Monthly 
Retiree 

Contributions 

2012 New Hires 

• Eligible Retired Employees who are Non-Medicare 
eligible will pay 100% of full cost of coverage* with 
no Company subsidy. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  

2009 New Hires 

• Eligible Non-Medicare Retired Employees will pay 
100% of full cost of coverage* with no Company 
subsidy. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage. 

Current Employees 

• Eligible Non-Medicare Retired Employees will pay 
100% of full cost of coverage* with no Company 
subsidy. 

• Eligible Retired Employees who are Medicare 
eligible are ineligible for coverage.  
 

*Note: Calculation of the full cost of coverage is subject to 
change from time to time at the discretion of the Company. 
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SUPPLEMENTAL AGREEMENTS 

BETWEEN 

THE COMPANY AND THE UNION 
 

 

COMMITMENT OF EMPLOYMENT SECURITY 
 

Introduction: 
 

The Company and the Union recognize that through the normal course of 

business, change is inevitable and that some of these changes such as 

technological changes in equipment, organization or methods of operation may 

affect job security, the nature of work to be performed and the skills necessary to 

work in a new environment. As has been a long standing practice, the Company 

is committed to meeting with the Union up to six months in advance or as early as 

practical in the planning process of those major technological changes that may 

affect employees represented by the Union, to provide the Union with information 

and to discuss the potential impact and effect of such changes on employees. 

 

Employment Security Commitment: 
 

In response to CWA and employee concerns regarding employment security, the 

parties agree that if the Company: 
 

-  has informed the Union of the necessity for force adjustments and 
 

-  has begun the implementation of the provisions in Article VII of the Basic 

Contract and 
 

-  has concluded the voluntary re-deployment process outlined in Paragraph 1 

(e) of Article VII and  
 

-  has provided the Union with formal written notification as to the necessity for 

further force adjustments and its intent to introduce layoffs no earlier than fifteen 

(15) days from the date of notification as outlined in Paragraph 1 (f) of Article VII 

(the “force disposition date”): 
 

1.   The Company will provide a Guaranteed Job Offer for surplus declarations 

declared after ratification to qualified regular employees who have been 

designated for layoff subject to the conditions and provisions contained below.  

The Guaranteed Job Offer will apply only to employees on the payroll as of the 

date on which the 2019 Collective Bargaining Agreement is ratified (02/23/2022) 

including employees rehired as a result of recall from a layoff prior to the date of 

ratification of this contract.  
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2.   Any eligible regular employee who, after the ratification date of this 

Agreement, has been designated for layoff pursuant to Article VII, Paragraph 1 (i), 

shall, prior to involuntary layoff, be offered a CWA represented bargaining unit job 

for which he/she is qualified in Connecticut in one of the following Companies: 

The Southern New England Telephone Company/Frontier Communications. 
 

3.   The Guaranteed Job Offer shall be made to those qualified employees who 

have been designated for layoff, pursuant to Article VII, Paragraph 1(i), in 

accordance with the following procedure: 
 

a. The Company will compile a list of all available CWA represented 

bargaining unit jobs in Connecticut for the Companies listed in paragraph 2 

above and will prepare a list of all employees in order of seniority who 

have been designated for layoff. 
 

b.        Employees who have been designated for layoff must be qualified 

or become so qualified, by meeting the basic qualifications, including 

passing the appropriate tests, for the Guaranteed Job Offer positions for 

which they wish to be considered. The Guaranteed Job Offer will apply 

only to employees on the payroll as of the date on which the 2019 

Collective Bargaining Agreement is ratified (02/23/2022) including 

employees rehired as a result of recall from a layoff prior to the date of 

ratification of this contract. Notwithstanding any other Agreement provision 

to the contrary, this Guaranteed Job offer shall also include employees in 

the Sales and Service II job title. Employees must also be satisfactory in 

attendance and performance to receive any benefits under this agreement. 

Refusal to test will be considered a declination. 
 

c. Beginning on the sixteenth (16th) day after surplus notification (or 

on the day following the anticipated force disposition date) the employees 

who have been designated for layoff will be offered an available position 

for which they have met the basic qualifications. In cases where there are 

multiple locations for  

an available title, locations will be filled in seniority preference order from 

among the employees offered available positions in that particular job title. 
 

d.  An employee to whom a Guaranteed Job Offer has been made has 

one (1) working day to accept the offer after which it will be considered 

rejected. The Company and the Union will jointly address individual 

employee circumstances where the one-day acceptance period may 

require adjustment.  
 

e.  Employees accepting a job offer outside their current bargaining unit 

shall be treated as if they had been transferred under the terms and 

conditions of the Intersubsidiary Movement process and shall be subject to  
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all applicable receiving company practices, policies, collective bargaining 

agreement provisions and benefit plan eligibility standards related to or 

affected by Net Credited Service. 
 

f.  Rejection of a Guaranteed Job Offer voids this Employment 

Security Commitment and shall be considered an election by the employee 

to terminate employment with Layoff Payments as outlined in Paragraph 5 

of Article VII. 
 

4.   The force surplus conditions contemplated and dealt with in this Commitment 

are those which occur in the normal course of business for reasons including 

technological change, etc. The Company retains the right, however, to suspend 

or cancel at any time the application of this Commitment when a force surplus is 

declared because of any change or fluctuation in economic or business 

conditions as determined by the Company. The Company shall not suspend or 

cancel the application of this commitment for the life of the 2021 contract. 
 

5.   Wage treatment, including “Transition Pay” treatment, will be administered to 

eligible employees who accept or receive jobs under the provisions of this 

Commitment in accordance with Paragraph 1 (i) of Article VII.  
 

In the event of any conflict between the provisions of this Memorandum of 

Agreement and the provisions of Article VII of the Basic Contract, the provisions 

of this Memorandum of Agreement shall control.  
 

This Agreement shall become effective with ratification of the 2021 Contract and 

apply to surpluses declared on or after that date. All provisions of this Agreement 

shall expire  

and will not apply to force surplus declarations occurring on or after 11:59 p.m. on 

October 19, 2024. All provisions of this Agreement shall be subject to the 

grievance procedures set forth in Article XIII, Grievances, of the Basic Contract, 

and any grievance shall initially be filed at the third step with Labor Relations. 
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PRE-TEST TRAINING WORKSHOPS 
 

For the remaining life of the Current Contract (October 19, 2024), the Company 

and the Union will jointly sponsor Pre-Test Training Workshops to be offered to 

employees in the Medically Initiated Transfer (MIT) Process. As part of this joint 

sponsorship, the Company will treat the time of the Union trainers delivering the 

Pre-Test Training Workshops and the time of MIT candidates attending the 

workshops as Company-paid. The Union will provide facilities and materials as 

well as trainers to deliver the Pre-Test Training Workshops. 
 

In addition, the Company will treat the time of the Union trainers delivering the 

Pre-Test Training Workshops to employees impacted by the “layoff path” 

(paragraph 1, b-j) of Article VII as Company-paid time. Employees attending such 

Pre-Test Training Workshops will do so on Company time with scheduling being 

subject to business needs. 

 

 

 

FAMILY CARE COMMITTEE 
 

The Family Care Committee will consist of a proportionate number of 

management and bargaining unit employees. The Family Care Committee will 

address family care issues in the workplace and develop ways to help employees 

resolve some of the problems they may encounter. In an effort to help employees 

meet family and work commitments, the committee will focus on such areas as 

childcare, eldercare and education loans. Other programs may be initiated as the 

need arises. The Company will replenish the Family Care Fund to the extent 

necessary to provide a pool of up to $150,000 which may be expended during the 

term of the Contract. The Joint Family Care Committee will continue to administer 

the Fund. 
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MONITORING – Call Observing – Service Representative / 

Sales Consultant / Repair Service Specialist 
 

Background 
 

Frontier major goals include increased revenues, cost control, improved customer 

service and creating a positive work environment for our employees.  To that end 

the Company and the Union agreed during 2001 bargaining to establish a 

Monitoring Task Force to balance company goals and employee concerns around 

call observing. The output of this task force is policies and procedures for 

monitoring that the Company and the Union agreed to implement at Frontier.  
 

Why do we Monitor Calls? 
 

 • To train and develop employees 

 • To ensure call flow process is being followed  

 • To ensure legal/regulatory requirements are met, i.e., CPNI 

 • To ensure integrity of sales practices, i.e., no slamming or cramming 

 • To identify training opportunities 

 • To identify customer needs 

 • To evaluate new/changed practices and procedures 

 • To evaluate product acceptance 

 • To measure overall impact of the company processes 

 

How do we monitor customer calls? 
 

Call Observing may be characterized as: 
 

 1. Individual Employee Evaluation  

 2. Team Measurement Observing  

 3. Side by Side Observations 

 4. Management Calibration Observations 

 

1. Individual Employee Evaluation Observations 
 

This form of remote observation evaluates an individual employee’s performance 

against standardized call flow parameters. Management or its designee 

performing Individual Employee Evaluation observing will utilize the following 

guidelines: 
 

• 2 – 10 remotely observed calls will be evaluated monthly on all Service 
Reps. The number of calls will vary based on employee skill and specific 
developmental needs. Observations will be done remotely, either live or 
recorded with the current observing system. 
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• Calls for evaluation purposes will be chosen randomly and cannot be 
chosen exclusively because of key words, call length or by CR!FT 
scores, etc. 
 

• Calls used for evaluative purposes will be differentiated in the 
employee’s coaching log from those calls used for coaching and 
development purposes by the Manager/Coach (e.g., “Eval” or “C&D”). 
 

• Any full call is applicable and cannot be deemed non-applicable because 
it is a “non-sale” call. 
 

• Employees who have achieved “Notification” will be advised as to when 
these call observations will be scheduled. 
 

• Employees who have not achieved “Notification” will not be advised as 
to when the observations will occur. 
 

• While it is not the intent of Individual Employee Evaluation, disciplinary 
action could occur based on observation results if any of the following 
were to occur: 
 

• Gross discourtesy or abuse of the customer is observed 
• Attempt to defraud the company through dishonest sales practices 

(cramming/slamming) 
• The employee violates privacy of communications or demonstrates 

integrity problems 
• Employee continually fails to meet established performance 

standards, as identified through the observation process.  
   

Notification  
 

• Employees who qualify will receive 24-hour advance notification, either 
verbal or written, of when they are scheduled for any remote Individual 
Employee Evaluation Observations. Employees with notification may be 
observed for evaluation purposes on up to any three days in an 
observation month. On the rare occasions when observations need to be 
rescheduled, employees will receive advance notification (no later than 
the start of the day that had been scheduled for evaluative observing) 
that they will not be observed for evaluative purposes on the day that 
had been scheduled for observing; and 
 

• The new rescheduled date(s). 
 

• Notification will be revoked if an employee fails to meet any of the 
established criteria for two consecutive months. For example, an 
employee may not meet expectations for the call flow process in month 
one and fail to meet sales attainment in the second month. In this 
example the employee would lose Notification until they re-qualify. To 
reacquire Notification, employees must meet and sustain the  
 



 SUPPLEMENTAL AGREEMENTS  

53 
 

 

performance criteria established within each work group for three 
consecutive months. 
 

• Note:  Employees in the probationary period (transfers) or trial period 
(new hires) are not eligible for Notification. Employees must complete 
their probationary/trial period to acquire Notification. 

 

Employee Feedback Process 
   

• Observations completed through the current observing system will be 

reviewed with the employee during the month the observations were 

recorded unless the observation occurs during the last week of the 

month. Those observations will be reviewed with the employee during 

the first week of the following month.  
 

• Remote observations will be reviewed with the employee by the end of 
the employee’s next tour, but no later than within 48 hours of the 
observation. Supervision must use complete, uninterrupted calls for 
remote observations used for evaluation purposes.  
 

2. Team Measurement Observing 

This form of remote observing determines the overall quality of service being 

provided by the team. Results of these observations would ensure that the call 

flow process is being followed, that legal/regulatory requirements are met and 

that ethical sales practices are being adhered to. These observations would also 

identify training opportunities and customer reaction to new products and 

promotions. Team results could be compiled at the state, office/Manager and 

Assistant Manager levels. This observing will occur throughout the month on a 

representative sampling of employees. No advance notice of this observing will 

be provided since these efforts are oriented toward overall office performance 

rather than individual.  

While not the intent of Team Measurement observing, disciplinary action could 

occur based on observation results if any of the following were to occur:  
 

• Gross discourtesy or abuse of the customer is observed 

• Attempt to defraud the company through dishonest sales practices 
(cramming/slamming) 

• The employee violates privacy of communications or demonstrates 
integrity problems 
 

Team observing results may be documented and given to the observed employee 
for developmental/diagnostic purposes only. These calls will be differentiated in 
the employee’s coaching log from those calls used for evaluative purposes by the 
Manager/Coach (e.g., “Eval” or “C&D”). 
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3. Side by Side Observations 

Side by side observations are generally conducted for developmental purposes.  

Frequency of these observations will be based on skill and specific 

developmental plans for the individual employee. These calls will be differentiated 

in the employee’s coaching log from those calls used for evaluative purposes by 

the Manager/Coach (e.g., “Eval” or “C&D”). 

 
 

4. Management Calibration Observations 
 

These sessions help to hone our Management Team’s observation and call flow 

evaluative skills. They also ensure a level of consistency necessary to fairly 

evaluate our employees. The office will be informed when Calibration monitoring 

is being performed. Results of calibration sessions can be shared at the office 

and AM levels. Calibration observing results may also be documented and given 

to the observed employee for developmental/diagnostic purposes only. These 

calls will be differentiated in the employee’s coaching log from those calls used 

for evaluative purposes by the Manager/Coach (e.g., “Eval” or “C&D”). 
 

While it is not the intent of Management Calibration Observing, disciplinary action 

could occur based on observation results if any of the following were to occur: 
 

• Gross discourtesy or abuse of the customer is observed 
 

• Attempt to defraud the company through dishonest sales practices 
(cramming/slamming) 
 

• The employee violates privacy of communications or demonstrates 
integrity problems 
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  William H. Porter 

  Vice President

  Labor Relations

  310 Orange Street 

  5th Floor 
 New Haven, CT 06510 

 Phone 203.771.5242 
December 17, 2000 
 
Mr. Dennis Trainor    Mr. Paul J. Hongo, Jr. 
International Staff Representative  President 
CWA     CWA Local 1298 
193 State Street    3055 Dixwell Avenue 
North Haven, CT  06473   Hamden, CT  06518 
  

Dear Dennis and Paul,  

In making decisions regarding contracting of work consistently performed by bargaining unit 
employees, it is management’s objective to consider carefully the interests of both customers 
and employees along with all other considerations essential to the management of the business. 
For various reasons including but limited to law, regulations, changing industry structure, 
economic and business conditions, it is not possible to make specific commitments on 
contracting out work elements of the business. 
You can be assured; it continues to be our general policy that traditional telephone work 
consistently performed by bargaining unit employees will not be contracted out if it will currently 
and directly cause layoffs or part-timing of employees. In this context, you can also be assured 
that the company will make every effort, consistent with the needs of the business, to use 
bargaining unit employees, rather than outside contractors, to perform bargaining unit 
telecommunications work expected to be of extended duration, including telecommunications 
work requiring application of new technologies. 
However, prior notice of the decision to contract out such work will be provided in those cases in 
which it is anticipated that the contracting out is not of an occasional nature.  As a part of such 
notice, information regarding the purpose, scope and expected duration of the work will be 
discussed along with the reasons for the decision. At that time, the union will be given a full 
opportunity to discuss their views and review the impact that the decision may have on their 
members regarding such things as the availability of overtime.  In addition, the company will 
update the union on the progress of the work and any circumstances that might require 
modification to the original plans and also, provide a semiannual report outlining the number of 
contract people currently employed in the above work functions. 
However, prior notice of the decision to contract out such work will be provided in those cases in 
which it is anticipated that the contracting out is not of an occasional nature.  As a part of such 
notice, information regarding the purpose, scope and expected duration of the work will be 
discussed along with the reasons for the decision. At that time, the union will be given a full 
opportunity to discuss their views and review the impact that the decision may have on their 
members regarding such things as the availability of overtime.  In addition, the company will 
update the union on the progress of the work and any circumstances that might require 
modification to the original plans and also, provide a semiannual report outlining the number of 
contract people currently employed in the above work functions.    
         
     Sincerely, 
     William H. Porter 
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MEMORANDUM OF AGREEMENT 

MOVEMENT OF WORK 
 

This Memorandum of Agreement (“Agreement” or “MOA”) is entered into as of 

April 8, 2012, between the Communications Workers of America, District 1 

(“CWA” or “Union”) and The Southern New England Telephone Company, SNET 

Diversified Group, Inc., AT&T Services, Inc. and AT&T Operations, Inc. 

(hereinafter referred to collectively as “AT&T – East” or “Company”). All 

provisions of this Agreement shall expire on and will not apply after 11:59 P.M. 

on May 9, 2016. It is the intent of the Parties that this standalone MOA and its 

terms and commitments shall not continue in force beyond the expiration date 

absent express written agreement signed by both Parties that specifically 

modifies the expiration date. 
 

1.  The Company will determine the Total Number of CWA-represented Local 

1298 Core employees in the titles listed on Attachment A (“Inside Employees”) as 

of June 30, 2013. 
 

2. The Company will determine the Total Number of Inside Employees quarterly 

for the following dates: September 30, 2013; December 31, 2013; March 31, 

2014; June 30, 2014; September 30, 2014; December 31, 2014, March 31, 2015, 

June 30, 2015, September 30, 2015, December 31, 2015, and March 31, 2016. 

The Company will provide the Total Number of Inside Employees listed on 

Attachment A to the Union by the last day of the month following the end of these 

quarters. The Company will provide to the Union, upon request, data15 supporting 

the calculations used by the Company to determine the Total Number. 
 

3. The Company and Union acknowledge the possibility of work performed 

by Inside Employees moving out of Connecticut. If the Total Number of 

Inside Employees is reduced below the levels set forth in this paragraph solely as 

a result of work moving out of Connecticut (“Job Loss”16), the Company agrees to 

reduce the Job Loss by adding one job for each job previously transferred in 

excess of 250 jobs in the same Inside Employee titles as the job(s) previously 

transferred in excess of 250 by the end of the quarter in which the number of 

Inside Employees is provided to the Union. The Company will not reduce the 

Total Number of Inside Employees by more than 250 more than one time during 

this Agreement. 
 

4. A qualified retirement eligible (Rule of 75 or Modified Rule of 75, whichever is 

applicable) CWA-represented Inside Employee covered by the AT&T East labor 

agreement, excluding employees covered by the CIS agreement17, may, in lieu of 

the Enhanced Voluntary Severance Plan (EVSP) offer outlined in paragraph 

(1.)(a)(1.) of Article VII of the 2012 Labor Agreement between the CWA and  
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AT&T East, elect to retire and receive a pension benefit enhanced by an amount 

equivalent to 120 percent of the otherwise applicable EVSP subject to all of the 

following necessary, qualifying conditions: 
 

(a)  AT&T, in its sole discretion, determines to eliminate all Inside 

Employee jobs for an identified and listed job title in Attachment A 

performed by the qualified retirement eligible employee and transfers 

this work out of Connecticut; 
 

(b)  The force count in the qualified retirement eligible employee’s job title 

listed in Attachment A is reduced to zero (0) as a result of such 

Movement of Work. 
 

5.  A qualified retirement eligible (Rule of 75 or Modified Rule of 75, whichever is 

applicable) CWA-represented Inside Employee covered by the CIS agreement, 

may in lieu of the Layoff Payment under Article XI of the CIS agreement, elect to 

retire and receive a pension benefit enhanced by an amount equivalent to 120 

percent of the otherwise applicable Layoff Payment subject to all of the following 

necessary, qualifying conditions: 
 

(a) AT&T, in its sole discretion, determines to eliminate all Inside 

Employee jobs for an identified and listed job title in Attachment A 

performed by the qualified retirement eligible employee and transfers 

this work out of Connecticut; 
 

(c) The force count in the qualified retirement eligible employee’s job title 
listed in Attachment A is reduced to zero (0) as a result of such 
Movement of Work. 

 

 

 

 

 

 

 

________________________________ 
15 Data to be provided for each Inside Employee included in the quarterly Total Number at issue is 1. 

Employee Name, 2. Employee Job Title, 3. Employee Work Location, and 4. Employee Status 
16 “Job Loss” does not include declines of Inside Employee jobs related to lower work volumes, attrition 

or other factors that are not a direct result of the movement of work out of Connecticut. 
17 “CIS” refers to the Customer Information Services M.O.A. appended to the Core Labor Agreement. 
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6. The Union understands the Company’s ability to maintain employment levels 

in Connecticut and its ability to offer the enhanced pension above (Paragraphs 4 

and 5) depends on having a favorable external environment for its operations and 

is impacted by the volume of wireline products and services sold in Connecticut. 

The Union therefore commits to the following: 
 

(a)  to meet with the Company to discuss (1) efforts to promote the sales 

of all Company products and services, (2) to enhance the Company’s 

image in the marketplace as a means of increasing the Company’s 

ability to attract a greater share of customers, and (3) efforts to 

maintain Core employment in Connecticut; and 
 

(b)  to meet to discuss the Parties’ legislative and regulatory positions to 

further strengthen the Company’s position in the Connecticut 

marketplace and to create a more favorable environment for jobs in 

Connecticut. The Parties further commit to provide advance notice of 

and an opportunity to discuss any intentions to initiate or support any 

legislative or regulatory activity or submission of a complaint to the 

Office of the Attorney General of Connecticut that is or could be 

contrary to any position taken by the other party or could potentially 

have a negative effect on the Company or its operations or level of 

employment. 
  

7.  Alleged violations of this MOA may be grieved and arbitrated pursuant to the 

grievance/arbitration provision of the collective bargaining agreement (CBA). 
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Attachment A 

Inside Employees Title: 

 
COMPUTER SYSTEMS SPECIALIST 

CONSTRUCTION OFC ADMINISTRATOR 

CUSTOMER INFORMATION SPECIALISTS (includes Customer Information 

 Specialist & Customer Info Spec-Bilingual) 

DATABASE ASSURANCE SPEC-E911 

DATABASE ASSURANCE TECHNICIAN 

ENGRNG AIDE-COMN LANG/ROUT COORD 

FACILITIES ASSIGNER 

FORCE ADJUSTMENT SPECIALIST 

GENERAL OFFICE ASSOC-CIS 

GENERAL OFFICE ASSOCIATE 

MAINTENANCE ADMINISTRATOR 

NETWORK TECHNICIAN-ELECTRONIC (in the Network Reliability Center in 

 Meriden, CT) 

NETWORK TRANSLATOR 

PLUG-IN ADMIN SPEC 

REPAIR SERVICE SPECIALIST 

SENIOR ASSOC-DATABASE ADMIN-CIS 

SERVICE ASSISTANT AIDE-CIS 

SERVICE CONSULTANT 

SERVICE ORDER SPECIALIST 

SERVICE REPRESENTATIVES (includes Service Representative, Service 

 Representative DMU, Service Rep-Spanish Center, Leveraged Titles) 

SERVICE REPRESENTATIVE-OCC 

TECH ANALYST-NOC 

TECH ASST-INE 

TECH ASST-ONE 

TECH ASST-PICS/DCPR 

TELECOMM SPEC-INE 

TELEMARKETING SPECIALISTS (includes Telemarketing Specialist and 

 Telemarketing Spec-Spanish Center) 
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LEVERAGED TITLE 
 

This agreement sets forth the compensation design and working practices for the 
leveraged title. 
 

All provisions of the Basic Contract between the parties will apply except as 
specified in this Memorandum of Agreement. 
 

1. The Company has established new leveraged titles in Appendix A under the 
Core Agreements. Compensation will be paid under a leveraged compensation 
plan consisting of base pay and incentive pay. The Company may establish, 
modify and/or discontinue target incentive compensation plans, provided that any 
such plan shall be consistent with this Memorandum. 
 

2. Compensation: 
a) The maximum wage rate of any leveraged title will be 60% of the 

maximum base wage rate of the current job title performing like functions. 
b)  The leveraged title will have a 36-month wage schedule with a six (6) 

month consideration period for wage progression. 
c)  In addition to base wages, leveraged title employees will be eligible for 

compensation under a target incentive compensation plan once they 
meet 50% of their established attainable targets. The dollar basis upon 
which target incentives are initially created may be adjusted. However, 
effective March 2022 results, payouts will not fall below the levels in the 
Table below during the term of the 2021 Agreement:  

  

Attainment to Targets Monthly Payout of Target Incentive  

50% to 74.99% $200 

75% to 79.99% 50% of Achievement Percentage 

80% to 84.99% 75% of Achievement Percentage 

85% to 89.99% 85% of Achievement Percentage 

90% to 300% 100% of Achievement Percentage 

  
 The company has a discretionary practice of applying attainable 

multipliers designed to incentivize outstanding performance exceeding 
100%. The amount of the multipliers is set at the Company’s discretion. 
During the term of the 2021 Agreement, the Company will not discontinue 
its use of multipliers for performance exceeding 100%. 

 
d)  Any General Wage Increases shall be applied to the combined rate of 

Base Wage and the Target Incentive Amount. 
e)  The target incentive dollar amount will be considered eligible 

compensation under any benefit plans for which the employee is eligible. 
f)  The incentive plan will be capped at 300% of target incentive. 
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g)  Employees in initial training will be eligible to receive 100% of the target 
incentive amount during initial training. 

h)  Incentive pay: 
▪ Will be paid based on monthly results and the payout will be in 

accordance with the Company’s pay cycle. 
▪ May be based on multiple performance measures and paid 

individually or collectively on those measures. 
▪ Call minimums will be prorated for full calendar work weeks of 

vacation which may include a combination of vacation and 
EWD/EWX time (a week occurring between a Sunday and the 
following Saturday) 

▪ Goals negatively impacted by a system outage will be adjusted for 
system outages that last at least 4 continuous hours in a workday. 

▪ Will be reviewed with the Union prior to changes being made to the 
leveraged sales compensation plan, which includes plan stipulations. 

▪ The Company retains the right to modify or amend leveraged 
compensation at any time, provided it does so consistent with the 
terms of this MOA, including the provisions of 2(c). 
 

3. Locations 
The Company reserves the right to create the leveraged titles in Consumer and 
Business in the locations it deems necessary based on the needs of the business. 

 

4. Hours 
Leveraged job titles will be scheduled for forty (40) hours per week and will be on 
the appropriate wage schedule. 
 

5. Job Functions 
Job assignments generally will include sales, collections and other responsibilities 
as determined by the Company. 
 

6. Performance Management 
Employees in leveraged titles who are not meeting sales and/or other company-
established objective(s) will be subject to all the provisions of the Collective 
Bargaining Agreement and will be performance managed with associated formal 
discipline steps. 
 

7. Monitoring 
Employees in the leveraged titles may be monitored for service assurance, 
development, and evaluation based on the Monitoring Agreement for the Service 
Representative title. 
 

8. Employee Classifications 
Leveraged titles may be hired in any employee classification such as, but not 
limited to, Regular Full Time, Regular Part Time, Term and Temporary. 
 

9. Transfers for Regular Service Representatives 
Current employees performing like functions within the same work group of a 
leveraged title may choose to convert to the leveraged title and associated  
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compensation plan. In addition, on a one-time basis and at the employee’s 
request, the Company will allow these employees to retreat to their former title 
within six months of  
transfer. There would be no retreat rights on any other subsequent moves to the 
leveraged title. 
 

10. Surplus Condition 
In the event a force surplus condition occurs in any Company-defined entity in 
which Leveraged Title employees are part of the entity, the Service 
Representatives and the Leveraged Title Representatives will be combined and 
treated as one title for purposes of Article VII administration. 
 

11.   Transition Pay 

If a surplus employee in a higher wage band accepts a Leveraged Title position 

as a Guaranteed Job Offer, that employee shall receive Transition Pay. Transition 

Pay will be computed based on base wages and 100% of Target Incentive. The 

duration of Transition Pay will be based on the surplus employee’s completed 

years of net credited service as identified in the Layoff Table. 
 

12. Scheduling 

For purposes of scheduling, existing Service Representatives and employees on 

the  

leveraged titles will be scheduled together by serving team based on seniority 

and employee preference. Vacation schedules will continue to be completed 

based on serving team and seniority regardless of title. 
 

13. Trial Period 

To ensure the Company has sufficient time to accurately assess the performance 

of employees on the leveraged titles, new hires in these titles will be considered 

in the Trial Period until twelve (12) months of service has been achieved, 

exclusive of any formal training. 
 

14. Leveraged Title Sales Committee 

It is the Company’s intent to communicate to the Union the contents of sales 

commissions, incentive plans and promotions applicable to the leveraged title 

employees. It is also the Company’s intent to limit changes in sales commissions, 

incentive plans or promotions to those required for competitive or business 

reasons as determined by the Company. While the highly competitive and 

dynamic nature of the Company’s business does not allow the Company to 

commit to a limitation in sales commission changes, it is the Company’s intent 

that any changes to sales commissions, incentive plans, or promotions will be 

made in a manner that fairly recognizes both the contribution of the employees 

and the desire of the Company to outperform its competitors am dos consistent 

with the provisions of this MOA, including the provisions of 2(c) above. The 

Company will provide to the Union a copy of the sales, incentive and promotion  
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plans applicable to leveraged title employees. Further, it is the Company’s intent 

to provide, whenever practicable, at least one (1) week’s advance notice to the 

CWA prior to its notice to employees related to any such changes. 

 

 

The Company agrees to establish a joint committee to meet quarterly, upon 

request, to 

discuss the status of and suggestions regarding additional compensation 

plans, commissions, bonuses, and incentive programs and ensure compensation 

practices are consistent with the terms of this MOA. This committee will 

consist of no more than two (2) representatives each, unless mutually 

agreed otherwise. The meeting place and time will be by mutual agreement. 
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PRESIDENTIAL COUNCIL 

 

The Memorandum of Agreement – President’s Council will be administered on a 

national basis by the CWA and Frontier. 

  

The CWA and the company enjoy a strong historic relationship as partners on 

many issues. In recognition of the parties’ desire to continue to foster meaningful 

dialogue on matters of mutual interest, the Company and CWA agree to establish 

a Presidential Council to discuss such matters. 

 

The Council commits to meet semiannually to continue this relationship. The 

parties agree to utilize this Council to engage in substantive discussions and 

exchange information concerning the ongoing state of the company and the 

union, the economy, federal and state political issues, and other concerns of both 

parties. Those attending this Council will include leaders of the Company and 

CWA. It is the Company’s intent to have the appropriate senior business unit 

leaders in attendance if their schedules so permit. 
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MEMORANDUM OF AGREEMENT 

REGARDING NEUTRALITY AND CARD CHECK RECOGNITION 

 

The card check agreement will be administered on a national basis by the CWA 

and Frontier. 
  

Frontier Communications (“the Company”’) and Communications Workers of 

America (“the Union”), enter into this Memorandum of Agreement Regarding 

Neutrality and Card Check Recognition as of the last date of the parties’ 

signatures on this Agreement. 
  

 1. Duration. This Agreement is effective as of the date stated above and 

shall remain in effect for the life of the 2021 Collective Bargaining Agreement, 

unless extended, modified or terminated by mutual written agreement of the 

parties or their successors. The parties expressly understand, however, that in 

the event this Agreement is terminated, all of the terms hereof nevertheless shall 

survive said termination and remain in effect with respect to any reorganization or 

restructuring of any bargaining unit as a result of which management creates any 

new subsidiary, division, or operating entity as to which no Union representation 

then exists. 
  

 2.  Applicability. 
 

 (a). All card check procedures and any Union recognition provided for by 

this Agreement shall be applicable to all non-management employees of the 

Company effective with execution of this Agreement. 
  

 (b). As used herein, “the Company” means Frontier Communications and all 

other present and future companies, divisions, subsidiaries or operating units 

thereof.  
  

 (c). As used herein, “non-management” means employees who normally 

perform work in non-management job titles as determined by the Company, in 

accordance with the statutory requirements of the National Labor Relations Act, 

as amended, and applicable decisions of the National Labor Relations Board and 

reviewing courts. If the Union disagrees with any such determination, the parties 

agree to submit the issues of unit definition to arbitration as set forth in paragraph 

3. below, using the aforesaid statutory requirements and decisions as the 

governing principles. At the request of the Union, the Company will discuss with 

the Union neutrality as to Union representation of employees who are not defined 

above as “non-management.”  

  

 (d). In addition to the foregoing, the parties further agree that any proposed 

bargaining unit shall exclude all professional, managerial, and confidential 

employees, guards and supervisors as defined in the National Labor Relations Act. 
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 (e). The Company agrees that, for future divisions, subsidiaries or operating 

units that are not wholly owned, it will, at the request of the Union, discuss with 

the other owners the extension of this agreement to such divisions, subsidiaries, 

or operating units. 
 

 3. Card Check Recognition Procedure. 
 

 (a). When requested by the Union, the Company agrees to furnish the 

Union lists of employees in the bargaining unit in each applicable company entity. 

This list of employees will include the work location, job title, and home address. 
  

 (b). The Union will give twenty-one (21) days’ notice for access to Company 

locations. Access will be limited to one sixty (60) day period in any twelve months 

for each unit agreed upon or determined as provided herein. 
  

 (c). (1). The Union and the Company shall meet within a reasonable period, 

but not to exceed ninety (90) days, after the effective date hereof for the purpose 

of defining appropriate bargaining units for all presently existing potential 

bargaining units. During this process, the Company will share job titles, job 

functions, work locations, and management structure with the Union 

representatives in order to facilitate agreements on the appropriate bargaining 

units. In the event that the parties are unable to agree, after negotiating in good 

faith for a reasonable time, upon the description of an appropriate unit for 

bargaining, the issue of the description of such unit shall be submitted to 

arbitration administered by, and in accordance with, the rules of the American 

Arbitration Association (AAA). The Arbitrator shall be confined solely to the 

determination of the appropriate unit for bargaining and shall be guided in such 

deliberations by the statutory requirements of the National Labor Relations Act. 

The parties agree that the decision of the Arbitrator shall be final and binding. The 

Company and the Union agree that the permanent Arbitrator to hear disputes with 

respect to this sub-paragraph shall be Thomas Angelo and the alternative 

Arbitrator will be Richard Bloch. If either of these Arbitrators cannot serve, the 

parties shall select an Arbitrator from a list or lists of prospective Arbitrators 

provided by the AAA.  
  

  (2). If either the Company or the Union believes that the bargaining unit 

as agreed or determined in (c). (1). above, is no longer appropriate due to 

organizational changes, then the parties shall meet and confer in good faith for 

the purpose of re-defining the appropriate unit. In the event that the parties are 

unable to agree, after negotiating in good faith for a reasonable time, upon the re-

definition of an appropriate unit, the issue of the description of such unit shall be 

submitted to arbitration as provided in (c). (1).  
 

 (d). The Company agrees that the Union shall be recognized as the 

exclusive bargaining agent for any agreed-upon or otherwise determined  
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bargaining unit(s) not later than ten (10) days after receipt by the Company of 

written notice from the AAA that the Union has presented valid authorization 

cards signed by a majority of the employees in such unit(s). 
 

 (e). For the purposes of determining the number of employees that 

constitute a majority of the bargaining unit, the employee population will be 

composed of only those employees employed in the bargaining unit on the 

earliest date which appears on the cards presented to the AAA. The cards so 

presented must be dated within sixty (60) days of each other, but no earlier than 

the date of execution of this Agreement, and each card so presented must 

contain at least the language set forth in Attachment 1 hereto. The Company shall 

provide the AAA all employees, job titles and other information required for the 

AAA to verify the existence of more than 50% of employee authorizations as 

provided for in this Agreement. 
  

 (f). In the event the Union fails to deliver to the AAA valid authorization 

cards signed by a majority of employees in any aforesaid bargaining unit upon 

completion of its card signing effort, the Union agrees not to begin any further 

card signing effort in such unit for a period of one year from the date on which 

access was first granted as provided in (b). above. 
  

 (g). As soon as practicable after the aforesaid recognition and upon written 

request by the Union, the Company, or the appropriate subsidiary, division or 

operating unit thereof shall commence bargaining in good faith with the Union 

with respect to wages, hours, and other terms and conditions of employment for 

the employees employed within the agreed upon or otherwise determined 

appropriate bargaining unit. 
  

4.  Neutrality. 
   

 (a). The Company agrees, and shall so instruct all appropriate managers, 

that the Company will remain neutral and will neither assist nor hinder the Union 

on the issue of Union representation. 
 

 (b). For purposes of this Agreement, “neutrality” means that management 

shall not, within the course and scope of their employment by the Company, 

express any opinion for or against Union representation of any existing or 

proposed new bargaining unit, or for or against the Union or any officer, member 

or representative thereof in their capacity as such. Furthermore, management 

shall not make any statements or representations as to the potential effects or 

results of Union representation on the Company or any employee or group of 

employees. The Union also agrees that, in the course of any effort by the Union 

to obtain written authorizations from employees as provided for in paragraph 3. 

(b)., above, neither the Union nor any of its officers, representatives, agents or 

employees will express publicly any negative comments concerning the motives,  
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integrity or character of the Company or any of their officers, agents, directors or 

employees. 
 

 (c). This agreement supersedes and terminates any and all other 

agreements, Memorandum of Understanding, commitments or statements of 

intent regarding neutrality or card-check procedures that may exist as of the date 

hereof between the Union and any Company entity. 
  

  

5.  Valid Authorization Cards. For purposes of this Agreement, a valid written 

authorization card shall state specifically that by signing the card, the employee 

agrees to be represented by the Union, using the language set forth in 

Attachment 1. 
  

 6.  Recognition for New Entities and New Work. 
 

 (a). The Company agrees that it will give the Union reasonable advance 

notice, once a firm management decision has been made, of its intent to affect 

any reorganization or restructuring, or to engage in any new line(s) of business, 

as a result of which management expects to create any new subsidiary, division, 

or operating entity as to which no Union representation then exists. After 

execution of this Agreement, should the Company acquire new companies or 

engage in a new line of business or enter a new market in which there is no 

active labor agreement or bargaining agreement in place, the parties agree that 

this Agreement shall apply to that acquired company or new line of business or 

enterprise in a new market after that company has been operating for a period of 

one hundred twenty (120) days. 
  

 (b). If management determines that more than fifty percent (50%) of the 

employees employed within an appropriate unit for bargaining by a new entity 

were, immediately prior to such employment, employed in a bargaining unit 

represented by the Communications Workers of America, the Company agrees 

that it shall recognize and bargain with the Union as the duly constituted 

bargaining representative of such bargaining unit employees, and the Union 

agrees to acknowledge such new entity as a  

Successor Employer for all applicable purposes under the labor laws of the 

United States and any relevant state. 
  

 (c). If management determines that fifty percent (50%) or less of the non-

management work to be performed by any such new entity will consist of work 

previously performed by members of a pre-existing Union bargaining unit, then 

the Company agrees that, within a reasonable time after the said determination 

has been made, or concurrently with the giving of the notice referenced in 

paragraph 6. (a)., above, whichever is later, the Company will so inform the Union 

in writing. To the extent permitted by law, the Company shall presume, in making 

any determination as set forth in this paragraph 6., that each employee of the new  
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entity who was a member of a pre-existing Union bargaining unit wishes to 

remain represented by the Union. These employees shall be counted as having 

signed valid authorization cards should a card signing effort be undertaken in the 

new entity within one year after the new entity  

begins operations employing such employees. 
  

 (d). Except as specified in paragraph 9., below, the Union shall retain any 

legal rights it may have to challenge any management decision or determination 

described in this paragraph 6.  
  

 7. Regulatory and Legislative Support. The Union hereby agrees to 

continue its support before the appropriate regulatory and legislative bodies for 

the Company’s efforts to remain competitive in, and/or to gain entry to, all 

telecommunications and related markets in which the Company chooses to 

participate, unless the Union determines such support to be in conflict with its 

interests. If the Union determines such a conflict exists, the Union will promptly so 

notify the Company and, at the request of the Company, meet to discuss and 

confer on such conflict. 
  

 The Company hereby agrees to support Union efforts before regulatory and 

legislative bodies unless the Company determines such support to be in conflict 

with its interests. If the Company determines such a conflict exists, the Company 

will so notify the Union and will, if requested by the Union, meet to discuss and 

confer on such conflict. 
  

 8.  Job Offers to Employees in Existing Bargaining Units. In connection 

with any reorganization, restructuring or other event that gives rise to application 

of the terms of this Agreement, and which involves either:  
   

 (a) the transfer of non-management work from any Union bargaining unit to 

any other entity of the Company or of any subsidiary of Frontier Communications 

or 
   

 (b) the elimination of bargaining unit work while new jobs are created in any 

other entity of the Company or any subsidiary of Frontier Communications, 
 

The Union agrees that, once the recognition has occurred, an offer of a job in 

another entity to an employee in an existing bargaining unit shall have the same 

effect as if the same job or one of similar status and pay were offered by the 

employer under the collective bargaining agreement(s) for that bargaining unit. 

This shall include, without limitation, application of any contractual reassignment 

pay protection provisions and the satisfaction of any bargained-for employee right 

to a job offer. Except as specified in paragraph 10., below, nothing in this 

paragraph 8 shall be construed as a waiver by the Union of any legal rights it may 

have to challenge or contest the reorganization, restructuring, or other event 

described in 8.a. and/or 8.b. above. 



 SUPPLEMENTAL AGREEMENTS  

71 
 

 

 9.  Dispute Resolution. Except as to disputes referenced in paragraph 3. 

(c). of this Agreement, all disputes concerning the meaning or application of the 

terms of this Agreement shall be handled and addressed by the meeting of 

designated representatives of the Company and the Union. Either party may 

request such a meeting and each party pledges its best efforts to address any 

and all concerns raised as to the meaning or application of this Agreement. With 

the exception of matters   

referenced in paragraph 3.(c). above, the meaning or application of this 

Agreement shall not be subject to arbitration. Each party reserves its right to seek 

judicial or other relief provided by law to enforce this Agreement. However, the 

parties agree that prior to seeking such relief, they will meet and confer as set 

forth above. 
 

        10.  Waiver of Certain Other Claims. 

  (a).  The Union promises and agrees that, in connection with any 

arbitration provided for in this Agreement, and in connection with any legal or 

administrative suit, proceeding or charge arising subsequent to the effective date 

of this Agreement between the Union and any AT&T company, including but not 

limited to any proceeding before the National Labor Relations Board or its 

delegate, the Union hereby waives any claim, allegation or argument, and agrees 

to refrain from presenting this Agreement as evidence in support of any claim, 

allegation or argument, that AT&T Inc. and/or any of its current or future 

subsidiaries, and/or their divisions, units, agents or affiliates, are or have been a 

single employer, joint employers, accretions or alter egos with respect to each or 

any of them, to the extent that any such claim, allegation or argument is based 

upon: 
 

(1)  any change on or after the execution date of this Agreement, in 

the administration and/or control of labor relations by AT&T or 

any of its entities, companies, divisions, or subsidiaries; or 

(2)  any change in the scope, availability to employees, or 

administration by management of any program or practice for 

the effectuation of employee-initiated transfers between or 

among different subsidiaries or bargaining units; 
 

provided, however, that this paragraph shall not be construed as having any 

effect on the Union’s right or the Company’s obligation, to the extent the same 

may exist under applicable law and/or any preexisting collective bargaining 

agreement(s), to negotiate changes in the terms and conditions applicable to 

such transfers. 
 

 (b). The provisions of this paragraph 10 shall survive the expiration of 

the remainder of this Agreement and shall have full force and effect until 

specifically voided by mutual written agreement of the parties. 
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 11.  Severability. Should any portion of this Agreement be voided or held 

unlawful or unenforceable by the National Labor Relations Board or any court of 

competent jurisdiction, the remaining provisions shall remain in full force and 

effect for the duration of this Agreement. 

 
  

COMMUNICATIONS WORKER   AT&T  

OF AMERICA 

        

By: Dennis Trainor           By: _Kevin Zupkus___________ 

Date: August 18, 2010                                  Date: August 18, 2010 
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ATTACHMENT 1 TO MEMORANDUM OF AGREEMENT REGARDING 

CARD CHECK RECOGNITION 

 

Communications Workers of America, AFL-CIO 

 

I hereby join with my fellow workers in organizing a Union to better our conditions 

of life and secure economic justice. I have voluntarily accepted membership in the 

Communications Workers of America (CWA), AFL-CIO, and declare that this 

union shall be my representative in collective bargaining over wages, hours and 

all other conditions of employment. 

I understand that if CWA presents cards for recognition signed by more than 50% 

of the __________ employees eligible to be in the bargaining unit, (Company 

name) will recognize CWA as the bargaining representative of this unit without a 

representation election being conducted by the National Labor Relations Board 

and (Company name) would bargain with CWA concerning the terms of my 

employment and my working conditions. 

I have also agreed to the membership provisions on the other side of this card. 
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MONITORING - Call Observing 

Service Consultants and All Distance Specialists 
 

Background 

Frontier’s major goals include increased revenues, cost control, improved 

customer service and creating a positive work environment for our employees. 

To that end the Company and the Union agreed during 2001 bargaining to 

establish a Monitoring Task Force for the title of Service Representative to 

balance company goals and employee concerns around call observing. The 

output of this task force is policies and procedures for monitoring that the 

Company and the Union agreed to implement at Frontier. The Company and the 

Union agreed in 2009 bargaining that the intent of these policies and 

procedures will be extended to the titles of Service Consultant and All Distance 

Specialist. 

 

Why do we Monitor Calls? 
 

   To train and develop employees 

  To ensure adherence to methods and procedures 

   To ensure legal/regulatory requirements are met, i.e., CPNI 

   To ensure integrity of sales practices, i.e., no slamming or cramming 

   To identify training opportunities 

   To identify customer needs 

   To evaluate new/changed practices and procedures 

   To evaluate product acceptance 

   To measure overall impact of the company processes 

 

How do we monitor customer calls? 
 

Call Observing may be characterized as: 
 

1.  Individual Employee Evaluation 

2.  Team Measurement Observing 

3.  Side by Side Observations 

4.  Management Calibration Observations 

 

1. Individual Employee Evaluation Observations 
 

This form of remote observation evaluates an individual employee’s performance 

against standardized call flow parameters or other metrics relevant to the 

employee’s business functions. Management or its designee performing 

Individual Employee Evaluation observing will utilize the following guidelines: 
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• 2 – 10 observed calls will be evaluated monthly or as often as 

practicable on Service Consultants and All Distance Specialists. The 

number of calls will vary based on employee skill and specific 

developmental needs. Observations will be done remotely, either live 

or recorded or side by side with the employee. 

•  Calls for evaluation purposes will be chosen randomly. 

•  Calls used for evaluative purposes will be differentiated in the 

employee’s coaching log from those calls used for coaching and 

development purposes by the Manager/Coach (e.g., “Eval” or 

“C&D”). 

•  Employees who have achieved “Notification” will be advised as to 

when these call observations will be scheduled. 

•  Employees who have not achieved “Notification” will not be advised 

as to when the observations will occur. 

•  While it is not the intent of Individual Employee Evaluation, 

disciplinary action could occur based on observation results if any of 

the following were to occur: 

 Gross discourtesy or abuse of the customer is observed 

 Attempt to defraud the company through dishonest sales  

 practices (cramming/slamming) 

  The employee violates privacy of communications or 

demonstrates integrity problems 

  Employee continually fails to meet established performance 

standards, as identified through the observation process. 

 

Notification 
 

• Employees who qualify will receive 24-hour advance notification, either 
verbal or written, of when they are scheduled for any remote Individual 
Employee Evaluation Observations. Employees with notification may 
be observed for evaluation purposes on up to any six days in an 
observation month. On the rare occasions when observations need to 
be rescheduled, employees will receive advance notification (no later 
than the start of the day that had been scheduled for evaluative 
observing) that 
 

o They will not be observed for evaluative purposes on the day 
that had been scheduled for observing; and 

o The new rescheduled date(s). 
 

• Notification will be revoked if an employee fails to meet any of the 
established criteria for two consecutive months. For example, an 
employee may not meet expectations for one target/metric in month one 
and fail to meet a different target/metric in the second month. In this 
example the employee would lose Notification until he/she re-qualifies.  
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To reacquire Notification, employees must meet and sustain the 
performance criteria established within each work group for three 
consecutive months. 

 

• Note: Employees in the probationary period (transfers) or trial period 
(new hires) are not eligible for Notification. Employees must complete 
their probationary/trial period to acquire Notification. 
 

Employee Feedback Process 
 

• Observations completed through the call recording system will be 
reviewed with the employee during the month the observations were 
recorded unless the observation occurs during the last week of the 
month. Those observations will be reviewed with the employee during 
the first week of the following month. 
 

• Remote observations and side by side observations will be reviewed 
with the employee by the end of the employee’s next tour, but no later 
than within 48 hours of the observation. Supervision must use complete, 
uninterrupted calls for remote observations used for evaluation 
purposes. 

 

2. Team Measurement Observing 
 

This form of remote observing determines the overall quality of service being 

provided by the team. Results of these observations would ensure that the 

employee is adhering to methods and procedures that legal/regulatory 

requirements are met and that ethical sales practices are being adhered to. 

These observations would also identify training opportunities and customer 

reaction to new products and promotions. Team results could be compiled at the 

state, office/Manager and Assistant Manager levels. This observing will occur 

throughout the month on a representative sampling of employees. No advance 

notice of this observing will be provided since these efforts are oriented toward 

overall office performance rather than individual. 
 

While not the intent of Team Measurement observing, disciplinary action could 

occur based on observation results if any of the following were to occur: 
 

 Gross discourtesy or abuse of the customer is observed 

  Attempt to defraud the company through dishonest sales  

 practices (cramming/slamming) 

  The employee violates privacy of communications or  

 demonstrates integrity problems  
 

Team observing results may be documented and given to the observed employee 

for developmental/diagnostic purposes only. These calls will be differentiated in 

the employee’s coaching log from those calls used for evaluative purposes by the  
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Manager/Coach (e.g., “Eval” or “C&D”). 

 

3. Side by Side Observations 
 

Side by side observations are generally conducted for developmental purposes 

but may also be used for evaluative purposes. Frequency of these observations 

will be based on skill and specific developmental plans for the individual 

employee. These calls will be differentiated in the employee’s coaching log from 

those calls used for evaluative purposes by the Manager/Coach (e.g., “Eval” or 

“C&D”). 

   

4. Management Calibration Observations 
 

These sessions help to hone our Management Team’s observation and 

evaluative skills. They also ensure a level of consistency necessary to fairly 

evaluate our employees The office will be informed when Calibration monitoring is 

being performed. Results of calibration sessions can be shared at the office and 

AM levels. Calibration observing results may also be documented and given to 

the observed employee for developmental/diagnostic purposes only. These calls 

will be differentiated in the employee’s coaching log from those calls used for 

evaluative purposes by the Manager/Coach (e.g., “Eval” or “C&D”). While it is not 

the intent of Management Calibration Observing, disciplinary action could occur 

based on observation results if any of the following were to occur: 
 

 Gross discourtesy or abuse of the customer is observed 

 Attempt to defraud the company through dishonest sales practices 

(cramming/slamming) 

 The employee violates privacy of communications or demonstrates 

integrity problems 
 

 

CWA Nett 
 

Within 30 days of ratification, and each quarter thereafter and for the life of the 

contract, Frontier agrees to promote the CWA Nett Academy training program, as 

an available option under the existing regional programs. 
 

 

Health Care Benefit Committee 
 

In recognition that there are complex benefit issues, the Parties shall establish a 

“Health Care Benefit Committee” to address mutual benefit issues set forth in a 

mutually agreed upon agenda and to recommend joint Union and Company 

actions in an effort to influence benefit concerns. The agenda will be finalized no 

less than one (1) week prior to the semi-annual meeting. This Committee will be  
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comprised of at least one (1) Company-designated representative of the Frontier 

Benefits organization, at least one (1) Frontier Labor Relations representative and 

no more than four (4) CWA-designated representatives. The initial meeting will be 

a face-to-face meeting. Subsequent meetings may be via teleconference. The 

Committee shall meet, at a minimum, on a semi-annual basis with the 1st meeting 

to be scheduled before year-end 2013. This agreement expires on October 19, 

2024. 

 

 

TEAM-BASED INCENTIVE PLAN 
 

From time to time, the Company may implement team-based incentive pay linked 

to service, productivity and/or other business-related standards set by 

departments up to ten (10%) percent of annual basic wage rates. These non-

benefit affecting payments may be paid monthly, quarterly, semi-annually or 

annually. Teams shall be at director level or manager level. The director or 

manager, as appropriate, will meet with the local Union official(s) to solicit input 

and review the details of any team-based incentive pay plan prior to its 

implementation. Neither this provision nor any team-based incentive pay plan will 

be subject to the grievance and arbitration procedures. 

 

 

UNION ASSISTANCE PROGRAM 
 

The Company recognizes the value of the Union Assistance Program (UAP) to all 

bargained for employees of Frontier Communications. In recognition of this 

program’s value, the Company has agreed to pay one half (1/2) of the basic 

wages for up to two (2) Union-designated “Union Assistance Persons” and the 

Union agrees to pay 100% of any overtime due to the Union Assistance 

Person(s) under the Contract or applicable Law. This UAP designation will not 

alter the active employment status of the employees so designated. Both the 

Company and the Union have acknowledged that employee acceptance of UAP 

assistance is strictly voluntary and will not protect an employee from disciplinary 

action. 
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MEMORANDUM OF AGREEMENT 

between 

FRONTIER COMMUNICATIONS CORPORATION 

and 

COMMUNICATIONS WORKERS OF AMERICA, AFL-CIO 

 

2014 Acquisition-Related Memorandum of Agreement 

(As Modified in 2019 and 2021 Contract Negotiations) 
  

By their authorized representatives, and intending to be legally bound, Frontier 

Communications Corporation (“Frontier” or “Company”) and the 

Communications Workers of America, AFL-CIO (“CWA” or “Union”) enter into 

this Memorandum of Agreement (“MOA”) pertaining to CWA-represented 

employees in Connecticut who will transfer to the Company upon consummation 

of the transactions contemplated by the Stock Purchase Agreement, dated 

December 16, 2013, between AT&T Inc. and Frontier Communications 

Corporation (as may be amended from time to time, the "SPA”) (“Covered 

Employees”) and related matters. 
 

All of the terms of this MOA are contingent upon the consummation of the 

transactions contemplated by the SPA (“the Closing”). 

In order to forge an ongoing Frontier-CWA partnership that benefits the Citizens 

of the State of Connecticut by providing superior telecommunications services 

and additional employment opportunities in the State, as well as to benefit the 

existing CWA-represented Connecticut employee workforce to be acquired in this 

Acquisition, the Company and Union agree, as follows: 
  

1. Connecticut Sales and Service Center Call Center Call Routing 

a) Connecticut State-Based Sales and Service Call Routing: the 

Company commits that in-bound sales and service calls which are 

generated within the State of Connecticut and are the types of calls 

currently handled by Covered Employees will first be routed to the 

CWA-represented Connecticut call center(s); if those call center(s) 

are in an overflow situation, calls would then be routed first to other 

CWA-represented Company call center(s), and if those call 

center(s) are in an overflow situation, calls would then be routed to 

other union-represented Company Call centers and if those centers 

are in an overflow state, the calls would then be routed to any 

available Company call center resources. 
 

b) Connecticut Residential and Business Sales and Service Call 

Center Staffing Level 

The Connecticut Center will handle overflow calls from other  
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Frontier Call centers in a virtual queue. (Amended with RSS MOA) 
 

c) Maintaining the Integrity of this Commitment: the Company 

agrees that it will not intentionally undertake any action that in any 

manner directs in-bound sales and service calls generated outside 

of Connecticut into Connecticut for the purpose of triggering the 

application of the overflow provisions of this Agreement. The 

Company will meet the Union on a regular basis to discuss how we 

can collectively make the Connecticut Call Centers successful 

including hiring, training, coaching, incentives, technology 

improvements and how to create a high performing atmosphere. 

(Amended With RSS MOA) 
 

d) Emergency Situations: it is understood that there may be isolated 

situations due to emergencies, such as technology failures, weather 

or acts of God that close or reduce the capacity of another call 

center that would require the Company to route calls from other 

states to Connecticut that may create an overflow situation. If there 

is a dispute over whether there was an emergency warranting an 

overflow situation described in the preceding sentence, the 

Company will provide supporting data and documentation upon 

request within five (5) business day of that request. 
 

e) Call Routing Overviews: the Company will, upon request from the 

Union, provide an overview of its call centers and the routing 

process across those centers quarterly beginning January 1, 2015. 
 

f) USA - Based Workforce: as soon as operationally feasible, the 

Company will eliminate the use of any personnel outside of the 

United States of America to handle the calls covered by this 

Section, consistent with the Company’s customer service 

philosophy to have a 100% USA - based workforce. 
 

2. Commitment on Connecticut Business Customer Premises 

Equipment (“CPE”) Work 

a) The Company commits that Connecticut Business CPE work that is 

currently performed by NDT Covered Employees will continue to be 

assigned to and will be exclusively performed by Sales & Service 

Tech I Covered Employees. 

3.  Successorship 

The parties agree that the following language will be treated as 

incorporated (by reference) into and shall become part of the 2012 CBA as 

of the date of the Closing: 
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The collective bargaining agreement shall be binding on the Union and the 
Company, and their successors and assigns, and shall continue in full 
force and effect in the event of the sale or other transfer of the business 
covered by this collective bargaining agreement or any part of the business 
that employs CWA represented employees. As a condition of the sale or 
other transfer of the business covered by this collective bargaining 
agreement or any part of the business that employs CWA represented 
employees, the Company shall require the sub-lessee, assignee, 
purchaser, transferee or other successor(s) to assume and adopt the 
terms and conditions of this collective bargaining agreement in writing and 
to continue to recognize the Union as the sole bargaining agent for the 
employees covered by this collective bargaining agreement. A copy of 
such assumption and adoption of the terms and conditions of the collective 
bargaining agreement, and recognition of the Union, by the sublessee, 
assignee, purchaser, transferee or other successor(s) shall be provided to 
the Union at least thirty (30) business days prior to the effective date of 
such sale or transfer and shall be subject to a lawful confidentiality 
agreement executed by the Union. Nothing in the confidentiality agreement 
shall in any way bar or interfere with the Union’s ability to effectively 
enforce the instant agreement in the courts, arbitration, or at the National 
Labor Relations Board, nor shall the Union be prevented from using 
documents provided pursuant to this provision in the forum of its choosing 
to obtain such a remedy. In the event the Union seeks to use such 
documents in any forum, it will advise the Company in advance of its 
desire to do so, and if the Company so requests, the Union will attempt to 
file them under seal. The Union further agrees that it will support any 
Company request in any forum to maintain such documents under seal. 

    

4. Maintaining Positive Labor Relations and Partnering for the Success 
of the Business Going Forward 
a) The Company and the Union will engage in an ongoing Partnership 

Forum process, as set forth in “Exhibit III”. 
 

5.  Local Community Connections and Engagement 
Frontier recognizes and affirms the existence of the CWA/AT&T Family 
Care Committee and will continue to fund this committee as per the 2012 
CBA and this MOA extension. The Company will fund $50,000 per labor 
contract year (prorated for the 2014 contract year) for community 
donations to non-profit organizations in CT. Frontier fully embraces a 
philosophy that where it does business, its employees at every level of the 
Company will be engaged with their local communities. Exhibit IV explains 
the Family Care Committee (FCC). The Family care committee also meets 
during work hours, to plan events and work on the newsletter. 

 

The Company’s obligation for Community Service Fund (CSF) is for the 
committee members to be able to meet during work hours to perform their  
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duties of disbursing funds, visiting non-profits, performing day of caring etc. 
Every year there is a Drive to request funding from all employees to make 
donations. They can choose where their monies are donated, but the 
regional CSF committees perform the Drives at various work locations 
throughout the state. There are 7 statewide committees, based on where 
employees live or work. Exhibit V explains the CSF.  
 

Frontier will continue payroll deductions, as elected by employees, for the 
Community Services Fund (CSF). 

 

6. Wage Improvements for Premises Technicians and Other Changes to 
Improve Customer Service and Operational Efficiencies 
Commensurate with this operational change and on the effective dates set 
forth below, the following changes will be made to the compensation and 
duties of the job classifications addressed below. In addition, this Section 
11 provides that the parties will execute a “One Technician Out” MOA. 

 

a) Higher Wage Schedule for the Premises Technician Job 
Classification: on the first full pay period that occurs after six (6) 
months following the date of the Closing, all active employees in 
the Premises Technician job classification will be placed on an 
expanded and improved Wage Schedule (expanded by adding 
Network Delivery Technician Wage Schedule to Premises 
Technician Wage Schedule - new Steps 11 through 16), which is 
attached to this MOA as “Exhibit VI” and which will be 
incorporated into Appendix F of the 2012 CBA (by reference). 
Premises Technicians who were former “core” employees will also 
be placed on this Schedule. This Wage Schedule will replace the 
existing Premises Technician Wage Schedule in Appendix F. 
 

b) Premises Technician Wage Upgrades: on the first full pay period 
that occurs after six (6) months following the date of the Closing, 
all active employees in the Premises Technician job classification, 
except Premises Technicians who were former “core” employees, 
will be advanced by one (1) Step on the Exhibit VI Wage Schedule, 
based the Step they are currently on in their current wage 
schedule as of the date of the Closing. Premises Technicians who 
were former “core” employees will be advanced to Step 16 on the 
Exhibit III Wage Schedule. 

 

c)  Combination of Job Duties: effective upon the date of the 
Closing, the duties of the Network Delivery Technician and 
Premises Technician job  
classifications will be combined. There will be no distinction 
between the job duties these job classifications can perform or be 
assigned. 
 

i.  The job classification Network Delivery Technician will be 
redesignated as “Sales and Service Technician I”. 
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ii.  The job classification Premises Technician will be re-

designated as “Sales and Service Technician II”. 
 

d)  “One Technician Out” MOA: see the Supplemental 

Memorandum of Agreement attached as “Exhibit VII”. 
 

e)  Work Apparel: the Company and Union agree that the Company 

may, at its discretion, apply the following uniform provisions to any 

job classification covered by the 2021 CBA: 
 

1. A minimum of seven (7) shirts and seven (7) pants will be issued. For 

uniform pants, an option will include wearing pants with twill-type fabric, 

similar to Carhartt pant fabric. Employees may also elect to purchase and 

wear Carhartt-type pants provided they conform to the general color and 

style requirements of pants that are available to employees in the uniform 

program. (This does not include traditional Levi-style “blue jeans” unless 

they become an approved item in the uniform program.) Shirts will be 

labeled with “CWA Local 1298” on the front of the shirt. 
 

2.  Uniforms shall be worn so as to have a consistent appearance throughout 

the workforce and may not be altered in any way by employees. 
 

3.  The Company will issue replacement uniforms or pieces thereof as they 

become unserviceable due to normal “wear and tear”. Where all or part  of 

a uniform is lost or damaged due to an employee’s negligence, the 

employee will be responsible for the cost of replacement. 
 

4.  Employees may wear CWA-issued jackets bearing only the CWA 

name/logo instead of the uniform jackets. Employees may wear CWA-

issued shirts bearing only the CWA name/logo, and hats bearing only the 

CWA name/logo, on Thursdays and Union Activity Days only. 
 

f) Additional Protections for the Sales and Service Technician I Job 

Title (former Network Delivery Technicians (“NDTs”) 
 

i. Creation of Surplus: the Company does not intend to declare a 
surplus or surpluses in the Sales and Service Technician I job 
title for the purpose of staffing the Sales and Service Technician  
II job with employees in the Sales and Service Technician I job 
title or in order to force employees in that job title to choose 
between taking a Sales and Service Technician II Job Title or 
severance. 
 

 ii.  Overtime Availability to Employees in the Sales and Service 
Technician I and Sales and Service Technician II Job Titles:  

  the assignment to or approval of employees in these job titles to 
work non-scheduled, overtime will be based on an employee’s  
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coded skills, availability, job in progress, or geographic location. The 

Company will not manage overtime assignments or approval to 
favor the lower-paid Sales and Service Technician II job title. 

 

g) The Company expects to maintain existing practices on work group 
tour/trick and vacation scheduling, subject to the needs of the 
business.  
The Company has faced similar circumstances in many other work 
groups and understands the importance of seniority preferences. 

 

h) Network Deployment Technicians: the Company will not declare a 
surplus in the Network Deployment Technician job title due to 
insufficient splicing and related Construction work, provided that any 
employee in this classification, with sufficient formal and on-the-job 
training, is capable of performing Sales and Service Technician I work. 
In the event any Network Deployment Technician cannot meet any of 
these requirements, the Company will have the right to address these 
individual situations consistent with the provisions of the 2019 CBA 
and this MOA. 

   

i)  The Company agrees to eliminate Appendix F of the 2012 CBA and 
amend the 2012 CBA as set forth in Exhibit VIII. For the avoidance of 
any doubt, there shall be no changes whatsoever in employee 
benefits coverages as provided under the applicable Summary Plan 
descriptions (“SPDs”). 

 

7.   CWA Reservation of Rights: notwithstanding the foregoing, post closure 
CWA expressly reserves the right to be fully involved in any regulatory 
proceedings concerning the Company. 

 

8. Term of this MOA 
The provisions of this MOA shall expire when the 2021 CBA expires at 
11:59 PM on October 29, 2024. For the avoidance of any doubt, the terms 
Union or CWA, as used in this MOA, include the CWA International, CWA 
District 1, and CWA Local 1298. 
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FOR THE COMPANY FOR THE UNION 

Cecilia K. McKenney  Dennis G. Trainor 

Executive Vice President, HR and  Assistant to International Vice 

Administrative Services  President, District 1, CWA, 

 AFL-CIO 

 

Dated: ___6/25/14___________  Dated: ___6/25/14___________ 
 

 William F. Henderson III 

 President, CWA Local 1298 

 

     Dated: ____6/25/14__________  
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EXHIBIT III 
 

(2014 Acquisition-Related Memorandum of Agreement) 
 

Joint National Frontier/CWA Partnership Forum to Promote the Success 

and Security of the Business and its CWA-Represented Workforce 
 

In recognition of the rapid changes that are occurring in the 

telecommunications industry and the impact these changes have on the 

Company, the Union, and employees/members, the parties desire to create a 

Forum to address areas of common interest and promote principles of partnership 

between the Union and the Company. Specifically, this Forum will support the 

following principles: 
 

1. Establish a forum for business discussion for early communication and 
discussion between the parties of business developments that affect the 
Company and the Union and their respective constituencies, including 
customers, employees/members, government officials and regulators 
may have. 
 

2. Discuss and review innovative approaches to equip the Company to 
maintain high levels of excellence in service, operations, products and 
technology in an increasingly competitive communications marketplace 
in both traditional and newly emerging technologies. This will improve 
the employees’ competitive responsiveness while protecting and 
enhancing opportunities for employment security. 
 

3. Improve the communications and relationships between the parties and 
thereby avoid unnecessary disputes by cooperatively addressing 
significant changes, competitive threats, cost challenges and 
developments in both the Union and Company environments. 
 

4. Provide an opportunity for the Union to discuss at a national level 
various work being contracted out (recognizing that the Company and 
the Union may have agreed to engage in forums for discussion on the 
topic of contractors at the state and local level) and for the Unions to 
suggest how employees might perform the same work in a practical and 
effective manner that meets the cost and timeline objectives of the 
business. The Company will consider such suggestions. As appropriate, 
the parties may mutually agree that such discussions be continued 
between designated local management and union representatives. 
 

5. Equal number of key Union and Company representatives shall 
constitute a Forum (unless otherwise waived by a party). For this 
National Partnership Forum (“NPF”), it is anticipated that the Company 
attendees would include at least one (1) senior leader with Operations 
and/or Labor responsibility and one (1) senior level Union leader with 
telecommunications responsibility at a regional or national level. Union  
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members of the forum would include Local Presidents or national staff 
Representatives whose position in the Union includes broad authority 
and responsibilities. Similarly situated Company leaders would also be 
expected to participate in the Forum.   
 

6. Regional Partnership Forums (“RPFs”) will be formed. These Forums 
will include Company General Managers, Human Resources 
representatives, and Local Union Business Managers. The number of 
Regional Forums to be set up and whether they will be joint Forums with 
the CWA will be decided within six (6) months of the date of the Closing, 
as defined in the MOA to which this Exhibit is attached.  
 

7. Meetings will be convened by the parties at a mutually agreeable place 
and time at least, but not limited to, three (3) times per year. The 
participants in the Forum shall determine its composition, structure, 
agenda, and operation. 

 

It is intended that each Forum would support, but not displace, the collective 

bargaining process, the established dispute resolution procedures, and existing 

local Union-Company collective bargaining agreements and committees. 
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EXHIBIT IV – Family Care Committee 
(2014 Acquisition-Related Memorandum of Agreement) 

 

AT&T / CWA FAMILY CARE COMMITTEE 

The Committee is made up of seven representatives including a Chair. 
 

Work & Family Life newsletter 

Work & Family Life is a monthly newsletter with information and practical 

solutions on a wide range of family, job and wellness issues. Its mission is to help 

the readers reduce stress and find more pleasure and satisfaction in their many 

roles at home, at work and in their communities. The ATT/CWA Family Care 

Committee funds and administers distribution of this publication. This newsletter 

is distributed to 83 of AT&T work locations on a monthly basis.  
 

Child Care Reimbursement Program 

This program was originally established to reimburse a portion of day care cost 

on snow days for school age children. Over the years, it has been expanded to 

include inclement weather days, holidays, and the week of school vacation 

between Christmas and New Year’s which employees may have to work. The 

Family Care Committee advertises the program in the fall of each year; 

encouraging employees to preregister. Those who have utilized the program are 

grateful for its benefits. 
 

Family Care Committee Newsletter 

This Newsletter is created and published by the Family Care Committee.  It keeps 

AT&T employees both bargained for and management, current with the programs 

and services the committee offers. In each publication, we encourage feedback 

from our readers in order to meet their needs and concerns. We include articles 

that are helpful to the many aspects of work and family life. The promotion of 

LifeCare is also done through this publication to make employees aware of the 

many benefits available to them such as discounts on products and services, 

webinars, articles and much more. 
 

LifeCare Seminars 

In the first, second and fourth quarter of each year, the committee sponsors 

evening seminars presented by LifeCare, which are held at an AT&T location. 

LifeCare provides the committee with the current calendar year’s educational 

seminar topics. Based on survey feedback and the current environment, the 

committee selects the topic and invites the employees, who must RSVP. Past 

seminar topics have been:  

managing stress of work and family life, brain health, nutrition, and caring for 

children and parents; just to name a few. All seminars have been very well 

received.   
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Balancing Work and Family Life Expo 
 

The Balancing Work and Family Life Expo is the newest event hosted by the 

committee. It is always held at an AT&T work location. The committee invites 

various community organizations, nonprofits, and businesses to setup as vendors 

to provide information to the employees and their families that are in attendance. 

To eliminate sales, no products or services are sold. Employees and their families 

are invited in advance to the event and required to rsvp. This allows our 

committee to ensure an adequate amount of food for all and enough give-a-ways 

for those employees in attendance. We ask each employee, as well as the 

vendors to complete a survey before leaving. The surveys help us to improve the 

event each year. The committee is in beginning stages of planning its 4th annual 

event which is normally held in the late August. 
 

 

ATT/CWA Family Care Committee’s Outlook 
 

The members of the ATT/CWA Family Care Committee believe in the mission 

that was set forth in bargaining many years ago. It is our hope to have the 

opportunity to continue to provide information, resources and programs to the 

employees of both AT&T and Frontier Communications through the life of the 

collective bargaining agreement and beyond. We would like to see the committee 

and the funding to stay intact until the end of the 2021 contract. 
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EXHIBIT V – Community Service Fund 
(2014 Acquisition-Related Memorandum of Agreement) 

(As amended in November 2020) 

 
 

FRONTIER COMMUNICATIONS  
and  

AT&T EMPLOYEE COMMUNITY SERVICES FUND 
CONSTITUTION AND BYLAWS  

 
CONSTITUTION 

 
ARTICLE I 

 

The name of this organization shall be the Frontier Communications and 
AT&T Employees Community Services Fund, herein after known as the 
Fund. 

 
ARTICLE II 

 

The Fund shall be a voluntary non-profit organization composed entirely 
of active Frontier and AT&T employees of the Frontier Communications 
and AT&T Corporation (here-in after referred to as either “Frontier and 
AT&T” or the “Corporation”). 

 

ARTICLE III 
 

The objectives and purposes of the Fund shall be: 
 

Section 1 
 

To establish federated giving on a basis which will free employees from 
financial appeals conducted by organized national and local social 
service agencies; thus avoiding excessive solicitation, collection costs 
and harmful competition, within our Company and community, among 
the various organizations appealing for financial support. 

 
Section 2 
 

A. To establish Regional Committees (“the Committee”) that 
represents the 
        membership as defined in Article 2 of the Bylaws.   
 

B.   To raise funds through an employee contributory plan, such as 
payroll  

deductions, in a systematic manner, at least once a year. The time 
frame to raise funds shall align with the Frontier and at&t Corporate 
Giving Campaign schedule. 
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 These funds shall be distributed upon Committee approval and after 
reasonable expenses, to non-profit private health services and 
social welfare services primarily in Connecticut, in whole or in part 
by voluntary 

       contributions in order to carry on their specific programs. 
 
 

C.   To establish a Statewide Board comprised of a representative from 
each of the Regional Committee’s and the two Program Coordinators. 
 

Section 3 
 

It shall be the duty and responsibility of such Regional 
Committees: 
 

A. To perform the specific function of administration of all monies 
contributed to the Fund. 

B. To make distributions according to its findings of service and need. 
 

C.    To review the operations of agencies receiving contributions from this 
Fund and to decide on appropriate action when fraud, embezzlement, or 
other illegal acts warrant possible withholding of contributions.  This can 
be done by (1) reviewing financial statements: (2) reviewing annual 
reports; and (3) requesting a copy of “Tax Exempt Status for Non-profit 
Agencies” 501(c) 3 letter issued by the IRS. 

 

D.  To select canvassers for any Fund solicitations. 
 

E.   To perform all functions that will accomplish the purpose of this 
organization. 
 

It shall be the duty and responsibility of such Statewide Board 
 

A.  To evaluate each campaign and its relationship to Frontier and at&t 
employees as a whole. 
 

B.  To perform all functions that will accomplish the purpose of this    
organization.  
 

C. The Statewide Board shall meet quarterly as a minimum and special 
meetings may be called by either Program Coordinator or by the majority 
of the Statewide Board. 
 

D.  Overall responsibility for the annual Frontier and at&t Corporate 
Giving Campaign in Connecticut providing direct support to the 
campaign coordinators, solicitors and employees. 
 

E.  Responsibility for recruiting, training, and communicating with 
campaign  solicitors.  
 

It shall be the duty and responsibility of such Program 
Coordinators: 
 

 
 
 



 SUPPLEMENTAL AGREEMENTS  

92 
 

 

To publish an annual report by the end of March of the following calendar 
year as per bylaws Article I Section 10. 
 

Section 4 
 

The Fund is organized exclusively for distribution of funds to 
organizations that qualify as exempt under section 501 (c) 3 of the 
Internal Revenue Code of 1986 (or the corresponding provision of any 
future United States Internal Revenue Law). 
 
Section 5 
 

CSF Conflict of Interest Policy 
 
The purpose of the “Conflict of Interest Policy” is to protect the Community 
Service Fund organization’s interest when it is contemplating entering into a 
transaction or arrangement that might benefit the private interest of a Committee 
Chair or Committee Member of the CSF organization or might result in a possible 
excess benefit transaction. 
The policy is intended to supplement but not replace any applicable State and 
Federal laws governing conflict of interest applicable to nonprofit and charitable 
organizations. 
 

1.  Definitions: 
a. “Interested Party” is defined as any committee chair or 

committee member, or an immediate family member of 
committee chair or committee member. 

 
b. “Related Party” is defined as any party, group or organization to 

which an interested party has an allegiance or affiliation. 
        

2.  A potential conflict of interest exists when actions, contracts, transactions 
or other dealings between the Community Services Fund (CSF) and an 
Interested Party or a Related Party may result in a personal financial gain to 
the Interested Party.  A potential conflict of interest may also exist when an 
Interested Party serves as a Director or officer of an organization involved 
with seeking funding from the CSF.  

 

3.  It is improper of an Interested Party or a Related Party to disclose or use 
confidential proprietary information relating to CSF for personal profit or 
advantage of the Interested Party or Related Party. 

 
Section 6 
 
Any amendment to this Constitution shall require a two-thirds vote from 
all members of the Regional Committees. 
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Section 7 
 
The Fund shall continue unless terminated by two-thirds of the Statewide 
Board. Upon the dissolution of the Fund, the Committee shall, after paying 
or making provision for the payment of all the liabilities of the Fund, 
dispose of all of the assets of the Fund exclusively for the purposes of the 
Fund in such manner, or to such organization or organizations organized 
and operated exclusively for charitable, educational, religious, or scientific 
purposes as shall at the time qualify as an exempt organization or 
organizations under section 501(c) 3 of the Internal Revenue Code of 
1986 (or the corresponding provision of any future United States Internal 
Revenue Law), as the Committee shall determine.  Any such assets not 
so disposed of shall be disposed of by the Court of Common Pleas of the 
county in which the principal office of the Corporation is then located, 
exclusively for such purposes or to such organization or organizations, as 
said Court shall determine, which are organized and operated exclusively 
for such purposes. 

 

 

 

 

 

 

EXHIBIT VI 
 

(2014 Acquisition-Related Memorandum of Agreement) 
 

1. On the first full pay period that occurs after six (6) months following the 

date of the Closing, the 8/14 Premises Technician Wage Schedule will 

be expanded by adding Network  Delivery Technician Wage Schedule to 

Premises Technician Wage Schedule (new Steps 11 through 16, shaded 

in blue)  
 

2. Increases the 8/14 wage schedule max from $26.10 to $39.97 
 

3. The 347 non-core Premises Technicians will be moved up one Step on 

this schedule (non-core means newly hired into Premises Technician 

title on or after September 28, 2006 and all subsequently hired Sales 

and Service II Technicians)  

4.   130 grandfathered (former “core”) Premises Technicians go from $35.35 

to $38.99 (Step 16) 
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EXHIBIT VII 
 

(2014 Acquisition-Related Memorandum of Agreement) 
 

SUPPLEMENTAL MEMORANDUM OF AGREEMENT 

Between 

FRONTIER COMMUNICATIONS CORPORATION (“Company”) 

And 

COMMUNICATIONS WORKERS OF AMERICA, AFL-CIO 

(“Union”) 
 

Job Assignment Flexibility 
  

The following agreement applies to the CWA-represented Connecticut 

workforce the Company is acquiring from AT&T Inc. and will become effective 

upon the date of the Closing.  
 

To better enable the Company to meet its ever increasing competitive 

challenges, the Company needs operational flexibility to improve the customer 

experience by utilizing a “single tech out” approach to assigning work, as it 

currently does in all other Frontier locations. To achieve these goals, the Union 

agrees that in order to complete a customer service order or trouble ticket in a  
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single dispatch and/or work assignment, and irrespective of any job jurisdictional 

constraints, the Company may assign one bargaining unit employee to perform 

whatever duties and functions are required to complete the entire job, provided 

the employee has, in the Company’s judgment, the capability and equipment needed 

to safely complete the job in a single dispatch or work assignment. Should the 

Company determine that one bargaining unit employee cannot meet the above 

requirements, it shall dispatch however many bargaining unit employees are 

necessary to safely complete the job.   
 

Example: using the current title, a Network Delivery Technician (NDT) needs to run a 

jumper in a central office complete an assigned repair ticket and there is no Network 

Technician-Electronic (NT-E) in the applicable central office at the time. This MOA 

allows the NDT to run the jumper for the open ticket and deliver an improved 

customer experience. For the avoidance of any doubt, it is not the intent of this MOA 

to eliminate the NT-E classification or supplant their established role of performing 

Central Office switching work and testing and monitoring switches. 
 

The Company and Union will agree to first meet to discuss the plan to 

implement “single tech out” on or before January 15, 2015, and as part of these 

discussions, the Company and the Union will discuss the process for resolving any 

disputes that may arise from the implementation of this MOU. 
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MEMORANDUM OF AGREEMENT 
between 

SOUTHERN NEW ENGLAND TELEPHONE 
DBA 

FRONTIER COMMUNICATIONS CORPORATION 
and 

COMMUNICATIONS WORKERS OF AMERICA, AFL-CIO 
 

2019 Consolidation of SST I, SST II, NDT, and OPT Titles 
 

 Frontier Communications Corporation/SNET (“Frontier” or “the 
Company”) and the Communications Workers of America (“CWA”), representing 
employees in the CWA Local 1298 bargaining unit, engaged in discussions 
regarding the combining of the current SST I, SST II and OPT titles under a single 
“Sales & Service Technician” title in  
order to allow for greater workforce flexibility throughout the State of Connecticut.  
Frontier and CWA agree that this improved workforce flexibility is vital to allowing 
the Company to place employee resources where they are needed, when they are 
needed and to improve Frontier’s customer service and competitiveness in the 
State.  Based on these discussions, Frontier and CWA now do mutually agree to 
the following terms related to the consolidation of current SST I, SST II, NDT, and 
OPT technician titles and job duties into the new “Sales & Service Technician” title: 
 

1. Wages (Effective January 12, 2020):  
 

The “Sales and Service Technician” title will replace the SST I and NDT title on 
Wage Schedule “WN”. 
 

a) SST II title technicians will be moved from current Wage Schedule “W3” to Wage 
Schedule “WN” and become Sales and Service Technicians.  SST II technicians 
currently on any step below Step #16 of Exhibit VI of the Acquisition Related MOA 
(Premises Technician Revised Wage Schedule) will be placed in the next higher 
wage step on the current “WN” Wage Schedule and progress from that step, in 
accordance with Wage Schedule “WN”.   
 

b) OPT title technicians will be moved from current Wage Schedule “ZC” to Wage 
Schedule “WN” and become Sales and Service Technicians.   OPT technicians 
currently on any step below the top step in Wage Schedule “ZC” will be placed in 
the next higher wage step on the current “WN” Wage Schedule and progress from 
that step, in accordance with Wage Schedule “WN”.  OPTs currently at top step ZC 
will move to top step WN. 
 

c)    SST I title technicians will remain on Wage Schedule “WN” (as re-titled Sales 
and Service Technician). 
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2. Elimination of Article VIII   
 
 

Effective upon ratification of the new 2019 Collective Bargaining Agreement, 
employees in the Sales and Service Technician II job title will be covered by Article 
VII of the parties’ Agreement, and Article VIII will be eliminated from the Agreement.  
 

3.     Training 
 

While it is not the intent of this Agreement to have every Sales and Service 
Technician trained in order to obtain the same overall skill set (i.e., Universal Tech), 
it is the intent of this Agreement to give the Company the ability to manage the 
Connecticut workforce in such a manner as to allow the Company to identify where 
the business needs are, at any given time, and use the flexibility afforded herein to 
best utilize the workforce to meet those business needs.  Based on that intent, it is 
understood that training related to this Agreement will be provided on a case-by-
case basis comparing current individual employee skill sets to work the Company 
expects to assign the employee; those expectations may change from time to time 
depending on how the business evolves over time.  This may include potential 
business needs to train for certain skill sets required for Saturday work and/or 
evening tours, or other areas where the Company finds the need to address skill 
set deficiencies or developmental needs.  All criteria for training, including the 
subject of training, methods used and employees to be trained, will be at the sole 
discretion of the Company.  
 

4.     Elimination of Territorial Boundary Restrictions    
 

Effective upon ratification of the new 2019 Collective Bargaining Agreement, the 
May 10, 2013, letter on “Realignment of Trick Dispatch Areas” will no longer be in 
effect and all workflow restrictions related to territorial boundaries (aka Plant 1 and 
Plant 2) will thus be eliminated.  The Company continues to reserve the right to 
adjust transfer points and remote reporting locations at its sole discretion.  
 

5.      Scheduling  
 

Effective on the next scheduling cycle following ratification of the new 2019 
Collective Bargaining Agreement, the Company will perform the function of 
assigning all work schedules for the new Sales and Service Technician title.  The 
option of voluntary trick study teams, as provided in Plant, Section 2 (Work Time & 
Scheduling), 2.01 c (1) of the collective bargaining agreement, will remain an option 
for the Company, but, upon execution of this agreement, the Company intends to 
perform the function of assigning work schedules.  Historical and forecasted data 
will be made available semi-annually to the Vice Presidents Plant - CWA Local 
1298 as soon as practical, as per the collective bargaining agreement. 
 

6.     Work Assignment Flexibility 
 

The Company shall have the right to assign Sales and Service Technicians to 
perform whatever work the Company deems them qualified to perform, in any 
location within the State of Connecticut.  The Company will provide the tools  
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and/or training necessary to safely complete assigned work.  When a technician 
is assigned to other than his or her normal transfer point, he or she shall not be 
offered an overtime work opportunity until the scheduled employees normally 
assigned to the transfer point, who are working and available to work the overtime 
when the overtime need arises, have been offered an opportunity to work 
overtime. The foregoing requirement does not apply to overtime incurred by a 
technician to complete a job in progress. 
 

7. Primary Job Functions 
 

  Under the single title of Sales & Service Technician, primary job functions will be 
designated administratively with: (SST I & II), (CPE), (NDT), (OPT) and (DEG).  
These primary job function designations will be used to the extent necessary and 
practical to compose and administer work groups for such things as tour 
assignments, vacation selection and overtime administration.  Based on the 
needs of the business the Company reserves the right to transfer employees 
between these administrative groups; so long as consistent with the needs of the 
business, the Company will first seek qualified, available senior volunteers from 
the administrative group from which the transfer is being made and if there are 
insufficient such volunteers, the qualified, available employees in the same group 
will be assigned in inverse seniority order.  It is understood, however, that primary 
job function designations or administrative groupings will not serve to limit, in any 
way, the duties an employee may perform or be assigned to perform.   

 

  8. Immediate Withdrawal of All Union Grievances and Arbitration Demands    
 

CWA agrees to the withdrawal of any and all grievances and arbitration demands 
related to this Memorandum, including all of those listed in the spreadsheets, 
attached to this Agreement as “Attachment A”.  
 

 9. Amendment and Effect of This Memorandum 
 

This Memorandum reflects the full and complete intent and agreement of the 
parties on the matters covered herein.  This Memorandum may only be amended 
in a writing  signed by individuals duly authorized by the Company and the Union 
to amend the collective bargaining agreement; no oral representation or 
discussion, or any course of conduct, may be relied upon to amend or otherwise 
affect the terms of this Memorandum. 

 

Frontier and the CWA agree to meet and confer over the 120- day period 
following Ratification of the new 2019 Collective Bargaining Agreement to discuss 
issues arising from the consolidation of the job titles as provided for herein.   

 

It is understood, for any matter specifically addressed in this Memorandum of 
Agreement, this Memorandum will be considered to be controlling and will take 
precedence over the collective bargaining agreement, any prior managerial or 
other practice or method of operation, or any other letter, memorandum or other 
document previously signed by one or both parties.   For all matters not expressly 
provided for in this Memorandum, the collective bargaining agreement will be  



 SUPPLEMENTAL AGREEMENTS  

99 
 

 
 
controlling.  Once executed with signatures below, this Memorandum will be 
placed within the body of the collective bargaining agreement.              
  

      

     FOR THE COMPANY  

 

      Peter Homes   
      Peter Homes 

        Director, Labor Relations 

        Frontier Communications 

 

 

FOR THE UNION  

   

Tonya Moore  

     Tonya Moore 

Staff Rep District 1, CWA, AFL-CIO 

 

Dave Weidlich                                                                                               

Dave Weidlich, Jr.   

   President CWA Local 1298 
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MEMORANDUM OF AGREEMENT 

between 

SOUTHERN NEW ENGLAND TELEPHONE COMPANY 

(“dba”) FRONTIER COMMUNICATIONS 

and 

COMMUNICATIONS WORKERS OF AMERICA, AFL-CIO 
 

2019 VSP Offering and Call Center Operations 

 

Southern New England Telephone Company d/b/a Frontier Communications 

(“Frontier” or “the Company”) and the Communications Workers of America 

(“CWA” or “the Union”), as representative of the employees in the CWA Local 

1298 bargaining unit, mutually agree to this Memorandum of Agreement (“MOA”) 

concerning the offering of a Voluntary Severance Package (“VSP”) and Call 

Center Operations.  

 

I. Voluntary Severance Payment (“VSP”) Package 
 

A.    Frontier will offer the VSP Package described herein to 

bargaining unit employees within fourteen (14) calendar days of the 

ratification of the 2019 Collective Bargaining Agreement. 
 

B.   The VSP Package will be offered to all “active” employees in 

every populated job title covered by the parties’ collective bargaining 

agreement.  For purposes of this MOA, an “active” employee is any 

employee on the active payroll, including employees on leaves of 

absence, with the exception of employees on Personal Leaves of 

Absence. 
 

C.    VSP Applicants in a given job title will be accepted in seniority 

order from among all employees in that particular job title.  For purposes 

of this VSP, if an employee is in a temporary assignment, the employee 

retains his or her assigned job title and not the job title associated with 

the work they are temporarily performing.   
 

D.   Frontier shall have the right not to accept VSP applicants once 

450 applicants have been accepted.   
  

E.   The Company shall have backfilling obligations only to the 

extent the number of accepted VSP applicants exceeds 450.  If the total 

number of VSP Applicants is greater than 450 and Frontier elects to 

accept Applicants exceeding that number, Frontier will be obligated to 

backfill the accepted positions but only on an internal basis. Any such  
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backfilling will be done based on the needs of the business as 

determined by the Company and in accordance with the existing transfer 

plans, policies and procedures.  Under no circumstances however shall 

Frontier be obligated to seek external applicants.  It is understood that 

Frontier’s obligation to backfill shall be on a one-time basis following the 

departure of those employees who elect to participate in this VSP. 
  

F.  If the number of VSP applicants is equal to or less than 450, 

there shall be no backfilling obligations. 
 

G. Except as indicated in Part I. D., above, an eligible “active” 

employee who elects to participate and who timely submits the 

application form to participate in this program will be accepted 

(hereinafter referred to as “Accepted Volunteers”).  
 

H.  For purposes of backfilling vacancies created by the VSP that 

need to be filled, an employee in a job title with a surplus remaining after 

the VSP is concluded (based on the surplus chart provided to the Union 

on 9-16-2019) shall be treated as available for permanent reassignment.  

This includes employees who are currently on a temporary assignment 

due to their surplus status.  As noted in Part I.E above, the Company will 

backfill vacancies utilizing the contractual internal backfill processes. 
 

I. This VSP Package offer will be available for ten (10) calendar 

days except that if the 10th day is a Saturday or Sunday, the following 

Monday will be the application deadline.   After the application period 

has closed, the Company will determine the off-payroll date for each job 

classification based on the needs of the business.   The off-payroll date 

will be no earlier than November 15, 2019, and no later than a date to 

be determined at the Company’s sole discretion which shall be no later 

than December 27, 2019.  An employee must have voluntarily 

terminated his or her employment on their established off-payroll date, 

regardless of whether they are actively working or any form of qualified 

leave, in order to maintain eligibility for and receive the Components of 

this VSP.  
 

II.  Components of the VSP Package  
 

A. A Non-Retirement Eligible employee will receive a VSP payment in a 

lump sum, less all applicable taxes and other deductions.  The lump sum 

amount to be paid to each Accepted Volunteer will be based on 

completed years of service using the Chart found in Exhibit A to this 

MOA. A Non-Retirement eligible employee may also elect to receive 

Company-subsidized COBRA medical coverage under the same terms 

and at the same contribution rates as active bargaining unit employees  
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for up to six (6) months from the date the employee’s active medical 

coverage ceases or (as required by law) until the employee becomes 

eligible for Medicare, whichever occurs first.  Such six (6) months of 

Company-subsidized COBRA medical coverage shall be inclusive  

of, and shall run concurrently with, the maximum period during which an 

employee may qualify to receive such COBRA coverage.  
 

B. A Retirement Eligible employee (one eligible to retire under the 

Frontier Pension Plan) will receive the VSP payment based on 

completed years of service using the Chart found in Exhibit A to this 

MOA, which lump sum shall be deposited into his or her Frontier 

Pension Plan Cash Balance account in lieu of receiving a VSP payment 

in cash.  Retirement eligible employees may not elect to receive the 

lump sum VSP payment in cash.  Retirement eligible employees may 

also elect to continue their existing medical, dental, and vision coverage 

-- as if they were actively employed  -- for up to three (3) years from the 

effective date of their retirement (in which case coverage will terminate 

at the end of the month in which the 3-year period is reached); if the 

employee or a dependent is eligible for Medicare at the time the 

employee’s employment with the Company terminates, or if the 

employee or a dependent becomes eligible for Medicare before the 3-

year coverage ceases, the medical coverage for the Medicare-eligible 

employee or Medicare-eligible dependent will be a Medicare 

Supplement.   After the 3-year coverage ceases, Frontier’s obligation to 

provide, and the retiree’s ability to obtain, Company-subsidized medical, 

dental, and vision coverage shall cease.  Basic Life Insurance coverage 

shall continue for the life of the retiree.  
 

III.  Center Operations Commitment 
 

A. The Company commits during 2021 contract negotiations to keep the 

following center operations (as constituted by the listed job titles in the 

event of a name change to any of these centers) open and in operation 

for the life of the new 2019 Collective Bargaining Agreement, upon the 

expiration of which this commitment shall expire. In the event a listed 

center operation is virtual, Article XXII, Work-At-Home Provisions, in the 

General section of the collective bargaining agreement, will apply if 

Work-At-Home is discontinued for that center operation: 
 

▪ New Haven Residential Retention Center   

o Service Representative  

o Sales Consultant 

▪ New London Residential Retention Center   

o Service Representative  

o Repair Service Specialist 
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o Sales Consultant 

▪ New Haven Commercial (Business) Support Center 

o Service Representative  

o Service Consultant 
 

▪ Meriden Commercial (Business) Support Center 

o Service Representative  

o Service Consultant 
 

▪ New Haven Dispatch Center 

o Maintenance Administrator   
 

B. This commitment does not preclude attrition, or to the extent permitted 

by the parties’ Collective Bargaining Agreement, force adjustments in 

any of these center operations.  It is understood that technological 

changes or the needs of the business may affect the functions 

performed in these centers by the job classifications listed.  
 

IV. Job Security for the Workforce 
 

A. The Company agrees to modify the Commitment of Employment 

Security Supplemental Agreement so that paragraph 1 (one) will 

read as follows: 
 

1. The Company will provide a Guaranteed Job Offer for surplus 

declarations declared after ratification to qualified regular 

employees who have been designated for layoff subject to the 

conditions and provisions contained below.  The Guaranteed 

Job Offer will not apply only to employees on the payroll as of 

the date on which the 2019 Collective Bargaining Agreement is 

ratified hired or rehired on or after April 8, 2012, including 

excluding employees rehired as a result of recall from a layoff 

prior to the date of ratification of this contract.   Notwithstanding 

any other Agreement provision to the contrary, this Guaranteed 

Job Offer shall also include employees in the Sales and Service 

Technician II job title.   

 

 V.      Future Surplus Determinations  
 

Nothing in this agreement shall be interpreted to preclude Frontier from 

declaring a surplus in the future.    
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FOR THE COMPANY                                  FOR THE UNION 
 

_________________________                   __________________________  

Peter Homes Tonya Hodges 

Director, Labor Relations                             CWA Staff Rep 

Dated: ___________________            District 1, CWA, AFL-CIO 

 Dated: _____________________ 
      

 ___________________________ 

 David Weidlich, Jr.  

 President, CWA Local 1298 

 Dated: ______________________ 
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Exhibit A 
 

 

 

 

 

 

* Base Pay at the time VSP Offer is Prepared and Tendered to Employee 

  

Completed Years 

of NCSD 

Amount of Lump Sum Payment 

(in weeks of Base Pay*) 

20 and over 52 weeks 

19 46 weeks 

18 42 weeks 

17 40 weeks 

16 38 weeks 

15 36 weeks 

14 34 weeks 

13 32 weeks 

12 30 weeks 

11 28 weeks 

10 26 weeks 

9 20 weeks 

8 18 weeks 

7 16 weeks 

6 14 weeks 

5 12 weeks 

4 8 weeks 

3 6 weeks 

2 4 weeks 

1 2 weeks 
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MEMORANDUM OF AGREEMENT 
between 

SOUTHERN NEW ENGLAND TELEPHONE 
DBA 

FRONTIER COMMUNICATIONS CORPORATION 
And 

COMMUNICATIONS WORKERS OF AMERICA, AFL-CIO 
 

Scheduling of SST I/SST II Administrative Group Within SST Title 
Southern New England Telephone dba Frontier Communications Corporation 
(“Company”) and the Communications Workers of America (“Union”), 
representing employees in the CWA Local 1298 bargaining unit, entered into 
bargaining discussions regarding the Company’s scheduling of the Sales and 
Service Technician I (SST I) and Sales and Service Technician II (SST II) 
administrative group within the overall Sales and Service Technician (SST) job 
title. The Union expressed its belief that the scheduling in the SST I/SST II 
administrative group would improve with additional input from their Chief 
Stewards prior to the final posting of the schedules. Because the Company 
performs scheduling on a nationwide basis with its Capacity Team, any deviations 
from the national process to accommodate a variation in scheduling for 
Connecticut need to be clearly defined by the parties with the understanding that 
the emphasis be placed on accuracy and timeliness when working together to 
produce a schedule that meets the needs of our customers, while giving 
consideration to reasonable requests for changes from the Union.  
 

After further discussions between the parties, the Company and the Union have 
mutually agreed to the following:  
 
1.  Scheduling Process For SST I/SST II Administrative Group  

Notwithstanding the rights currently held by the Company under the Sales 
and Service Technician (SST) Title Consolidation MOA, #5, Scheduling, of 
the current collective bargaining agreement, the Company agrees, for the 
duration of the 2021 collective bargaining agreement, to the following:  

 

a) Preferences for schedule blocking and rotation will be submitted no less 
than three (3) weeks in advance of the schedule posting date. The posting 
date will normally be two (2) weeks prior to the start of the new schedule. 
Local Managers will be provided with the work schedules for their SST I/SST 
II administrative group in advance of the required posting date.  
b) Each Local Manager will provide the upcoming work schedule, including 
overlaid overlayed vacation choices, to his/her Chief Steward or their 
designee, which they will review.  

c) The Union, through their Chief Stewards or designees, will have two (2) 
business days from the time of receipt of an upcoming work schedule (48 
hours, excluding time on a Saturday, Sunday or holiday) to review the  
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 upcoming work schedule and provide the Local Manager with their requests 
for any scheduling revisions.  

d) The Local Managers will then provide any Union requests to revise the 
schedule to the Company Resource Management Team for final review and 
determination.  
e) It is understood, the Company will not be required to review any Union 
scheduling revisions that may be provided by the Union after the two (2) 
business day review period has ended.  
e) The Company agrees schedules will meet contractual requirements. In the 
event the Union identifies a contractual mistake and requests a correction to 
meet contractual requirements, such corrections will be made. The 
applicable Local Manager will provide the Chief Steward (or designee) with a 
copy of the corrected schedule as soon as reasonably possible in advance of 
the posting date.  

f) The Company reserves the right to make all final determinations regarding 
other, non-contractual requests for scheduling employees in the SST I/SST II 
administrative group after giving consideration to reasonable requests for 
changes submitted by the Union.  

 
2.  Ratification and Implementation of Agreement  

This Memorandum of Agreement will be implemented as soon as 
administratively feasible after ratification of the new collective bargaining 
agreement and will remain in effect until the expiration date of the new 
agreement, at which time this Memorandum of Agreement will expire.  
 
 
 
 
 

 

FOR THE COMPANY 

_______________________ 

Peter Homes 

Director, Labor Relations 

Frontier Communications 

Dated:  
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FOR THE UNION 

_______________________ 

Tonya Hodges 

Staff Representative 

District 1, CWA, AFL-CIO 

Dated:  

 

_______________________ 

David Weidlich 

President, CWA Local 1298 

Dated:  

 

_______________________ 

Charles Borchert 

Plant 1 VP, CWA Local 1298 

Dated 

 

________________________ 

Dan Coffin 

Plant 2 VP, CWA Local 1298 

Dated: 
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MEMORANDUM OF AGREEMENT 

between 
SOUTHERN NEW ENGLAND TELEPHONE 

DBA 

FRONTIER COMMUNICATIONS CORPORATION 
And 

COMMUNICATIONS WORKERS OF AMERICA, AFL-CIO 
TA ONE WAGE SCHEDULE 

 
Southern New England Telephone dba Frontier Communications 

Corporation (“Company”) and the Communications Workers of America (“Union”), 
representing employees in the CWA Local 1298 bargaining unit, entered into 
bargaining discussions regarding the TA ONE wage schedule being aligned with 
the MA wage schedule on a going forward basis.  

 
After further discussions between the parties, the Company and the Union have 
mutually agreed to the following:  
 
1.  New Wage Schedule for TA ONE Job Title  

As soon as administratively feasible after ratification of the 2021 
Collective Bargaining Agreement, the Company will provide to the Union 
a revised TA ONE wage schedule based on a thirty -seven and a half 
(37.5) hour work week with an hourly rate equivalent to the hourly rate 
currently provided in the MA forty (40) hour wage schedule. The wage 
schedule will be provided to the Union prior to the implementation of any 
agreed upon first-year general wage increase. Once the revised TA 
ONE wage schedule is reviewed with the Union, any first-year general 
wage increase that may be due will be equally applied to the new TA 
ONE and MA wage schedules.  
 

2.  Ratification and Implementation of Agreement  
This Memorandum of Agreement will be implemented as soon as 
administratively feasible after ratification of the new collective bargaining 
agreement and will remain in effect until the expiration date of the new 
agreement, at which time this Memorandum of Agreement will expire.  
 
 

FOR THE COMPANY    FOR THE UNION  
__________________________   __________________________  
Peter Homes     Tonya Hodges  
Director, Labor Relations    Staff Representative 
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N O T E S 
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DEPARTMENT/JOB TITLE 

JOB 

CODE 

EE

O 

SAL 

GRAD

E 

SCHED 

HRS 

RESI

D. 

DEP

T. 

AT&T BUSINESS SOLUTIONS       

 ALL DISTANCE SPECIALIST CT101 E16 VJ 75 16 Mo's (2) 

 

GENERAL OFFICE 

ASSOCIATE CT110 E17 VS 75 16 Mo's (1,2) 

 

REPAIR SERVICE 

SPECIALIST CT162 E18 VR 80 28 Mo’s (2) 

 SALES CONSULTANT CT157 E18 LI 80 28 Mo’s (2) 

 

SALES CONSULTANT-

SPANISH CTR CT158 E18 LI 80 28 Mo’s (2) 

 SERVICE CONSULTANT CT155 D14 VN 75 28 Mo's (2) 

 SERVICE REPRESENTATIVE CT126 E18 VK 75 28 Mo's (2) 

 

SERVICE REP-SPANISH 

CENTER CT128 E18 VK 75 28 Mo's (2) 

 

TELEMARKETING 

SPECIALIST CT137 D15 VI 75 16 Mo's (2) 

CONSUMER GROUP       

 ALL DISTANCE SPECIALIST CT101 E16 VJ 75 16 Mo's (2) 

 

COMPUTER REPORTS 

ADMIN  CT143 E16 VI 75 16 Mo's (1) 

 

GENERAL OFFICE 

ASSOCIATE CT110 E17 VS 75 16 Mo's (1,2) 

 SALES CONSULTANT CT157 E18 LI 80 28 Mo’s (2) 

 

SALES CONSULTANT-

SPANISH CTR CT158 E18 LI 80 28 Mo’s (2) 

 

SERVICE ORDER 

SPECIALIST CT126 E17 VH 75 16 Mo's (2) 

 SERVICE REPRESENTATIVE CT126 E18 VK 75 28 Mo's (2) 

 

SERVICE REP-SPANISH 

CENTER CT128 E18 VK 75 28 Mo's (2) 

 

TELEMARKETING 

SPECIALIST CT137 D15 VI 75 16 Mo's (2) 

 

TELEMARKETING SPEC-

SPANISH CTR CT138 D15 VI 75 16 Mo's (2) 

FINANCE       

 ACCOUNTANT CT140 E16 VL 75 28 Mo's (1) 

 

ACCOUNTS INVESTIGATION 

REP CT141 E16 VI 75 16 Mo's (1) 

HUMAN RESOURCES       

 PLACEMENT ASSISTANT CT119 E17 VH 75 16 Mo's (1) 

 

 

  

 

 

 (1) Headquarters 
(2) Com’l/Marketing 
(3) Plant, Switch Syst, Supp Svcs 
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DEPARTMENT/JOB TITLE 

JOB 

CODE EEO 

SAL 

GRAD

E 

SCHE

D HRS 

RESI

D. 

DEPT

. 

INFORMATION TECHNOLOGY       

 

 

   SERVICE CONSULTANT CT155 D14 VN 75 28 Mo's (2) 

NETWORK SERVICES       

 ACCOUNTING ASSOCIATE CT100 A12 XF 75 28 Mo's (1) 

 

ASSOC TELE SPEC-

CONDUIT CT102 C12 VX 75 28 Mo's (1) 

 AUTO MESSENGER CT103 E17 WF 80 16 Mo's (3) 

 CONDUIT INSPECTOR CT104 C12 VV 75 28 Mo's (1) 

 

CONSTRUCTION OFC 

ADMIN CT105 E16 XG 75 16 Mo's (3) 

 

CUSTOMER EQUIPMENT 

REP CT144 E16 VI 75 16 Mo's (3) 

 

CUSTOMER SVCS 

TECHNICIAN CT145 F08 WN 80 28 Mo's (3) 

 

DATABASE ASSUR SPEC-

E911 CT108 E16 VI 75 16 Mo's (1) 

 

EMERGENCY POWER 

TECHNICIAN CT107 F08 WO 80 28 Mo's (3) 

 

ENGR AIDE-COMN 

LANG/ROUT COORD CT146 E16 XF 75 28 Mo's (1) 

 FACILITIES ASSIGNER CT109 E16 ZJ 80 16 Mo's (3) 

 

GENERAL OFFICE 

ASSOCIATE CT110 E17 VS 75 16 Mo's (1) 

 

INSTALLATION/REPAIR 

TECHNICIAN CT111 F11 W2 80 28 Mo's (3) 

 

MAINTENANCE 

ADMINISTRATOR CT147 E16 ZE 80 28 Mo's (3) 

 

NETWORK ADMIN 

ASSOCIATE CT151 E16 XI 75 28 Mo's (1) 

 

NETWORK DEPLOYMENT 

TECH CT113 F10 WN 80 28 Mo's (3) 

 

NETWORK TECH-

ELECTRONIC CT114 F08 WN 80 28 Mo's (3) 

 

NETWORK TECH-MINI 

COMPUTERS CT115 F08 WO 80 28 Mo's (3) 

 

NETWORK TECH-

RADIO/VIDEO CT116 C12 WO 80 28 Mo's (3) 

 NETWORK TRANSLATOR CT152 E16 XH 75 28 Mo's (1) 

 

OUTSIDE NETWORK 

DESIGNER CT117 C12 VW 75 28 Mo's (1) 

 

OUTSIDE PLANT 

TECHNICIAN CT118 F10 ZC 80 28 Mo's (3) 

 

PACKET SWITCH 

SPECIALIST 

1CT15

3 C12 WP 80 28 Mo's (3) 

 

PLNT ANALYST-CBL CONST 

& MAINT CT120 F10 XA 75 28 Mo's (3) 
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PLNT ANALYST-

TRANSMISSION CT122 F10 XA 75 28 Mo's (3) 

 

PLNT ANLYST-CORR 

PROTECTION CT121 F10 XA 75 28 Mo's (3) 

 

SALES AND SERVICE 

TECHNICAN CT F10 WN 80 28 Mo’s (3) 

 SENIOR ACCOUNTANT CT123 A12 VN 75 28 Mo’s (1) 

 

 

        

 

SENIOR FRAME 

ATTENDANT CT101 F09 ZF 80 28 Mo's (3) 

 

SERVICE 

REPRESENTATIVE-OCC CT159 E18 VK 75 28 Mo's (1) 

 SITE ACQUISITION AGENT CT129 E16 VM 75 28 Mo's (1) 

 SUPPLIES ATTENDANT CT130 E17 ZD 80 16 Mo’s (3) 

 

SUPPORT SPEC-SPECIAL 

SVCS CT131 C12 WO 80 28 Mo's (3) 

 

 

 

 (1) Headquarters 
(2) Com’l/Marketing 
(3) Plant, Switch Syst, Supp Svcs 
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  JOB   SAL  

BI-

WKLY   

DEPARTMENT/JOB TITLE CODE EEO GRADE 

SCHED 

HRS RESID. DEPT. 

        

NETWORK SERVICES       

 TECH ANALYST-NOC CT156 C12 WO 80 28 Mo's (3) 

 TECH ASST-INE CT132 E16 XG 75 16 Mo's (1) 

 TECH ASST-ONE CT170 E16 XJ 75 16 Mo's (1) 

 TECH ASST-PICS/DCPR CT134 E16 XG 75 16 Mo's (1) 

 TELECOMM SPEC-INE CT135 C12 VX 75 28 Mo's (1) 

 TELECOMM SPEC-ONE CT136 C12 VX 75 28 Mo's (1) 

       

PURCHASING & LOGISTICS       

 AUTO MESSENGER CT103 E17 WF 80 16 Mo's (3) 

 GARAGE ATTENDANT CT160 E17 WF 80 16 Mo's (3) 

 

MATERIAL & LOGISTICS 

ASSISTANT CT149 E17 VH 75 16 Mo's (3) 

 

MATERIAL DISTRIBUTION 

DRIVER CT149 G13 WJ 80 16 Mo's (3) 

 

MOTOR EQUIP INSPECT-

MAINTAINER CT150 F10 WM 80 28 Mo's (3) 

 SUPPLIES ATTENDANT CT130 E17 ZD 80 16 Mo's (3) 

 

        

REAL ESTATE       

 BUILDING MECHANIC CT142 F08 WO 80 28 Mo's (3) 

 GENERAL OFFICE ASSOCIATE CT110 E17 VS 75 16 Mo's (1) 

 SENIOR REPORTS CLERK CT154 F09 VI 75 28 Mo's (3) 

        

WHITE PAGES       

 DIRECTORY COMPOSER CT106 E16 VJ 75 28 Mo's (1) 

 GENERAL OFFICE ASSOCIATE CT110 E17 VS 75 16 Mo's (1) 

 

SERVICE REPRESENTATIVE - 

DMU CT127 E18 VK 75 28 Mo's (2) 

(1) Headquarters 
(2) Com’l/Marketing 
(3) Plant,Switching Syst. Supp Svcs 
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1.  DEFINITIONS 

 

1.01 Employee 
 

An “employee” is defined as any person rendering service to the Company under 

the terms of employment which permits the Company to exercise direction or 

control with respect to the manner in which services are performed, and who 

receives from the Company for such services a regular and stated compensation 

other than a retainer including those whose compensation is ordinarily computed 

on other than a time basis, even though the individual may be: 
 

(a) Currently employed and classified on the Frontier payroll system as a 

regular full-time or part-time employee; 
 

(b) Currently employed as a Temporary employee (full or part-time); 
 

(c) On vacation or other approved absence with or without pay, or 
 

(d) Absent on account of illness or injury under either the Employees’ 

Benefit Plan or other approved basis. 
 

This definition shall not include: 

Any contractor or any individual performing specific work or service for the 

Company and responsible to it only for the results. 

 

1.02 Regular Employee 
 

A regular employee is an individual whose employment is expected to continue 
for longer than a year although it may be terminated earlier by action on the part 
of the Company or the employee. 
 
1.03 Reserved for Future Use. 

 

1.04 Part-Time Employee 
 

A part-time employee is one who is employed and normally scheduled to work 

less hours per average month than a comparable full-time employee in the same 

job title, classification and work group working the same normal daily tour. 
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CLASSIFICATION AND TREATMENT OF 

PART-TIME EMPLOYEES 
  

1. Except for payment for overtime hours worked, all hours worked by a part-

time employee in Customer Service Centers, Bell Phone Booths (Kiosks), DM/DR 

(Direct Marketing/Direct Response) Centers and any equivalent retail sales or 

service centers operation, and any employee who is transferred to or employed 

by any new unregulated subsidiary or affiliated entity shall be paid at the 

equivalent basic hourly rate for a comparable full-time employee working a 

normal daily tour in the same job title, classification, and work group. Payment to 

a part-time employee for hours worked in excess of an equivalent normal daily 

tour or work week for a comparable full-time employee shall be at the applicable 

overtime rate for a comparable full-time employee based on such part-time 

employee’s basic hourly rate. Any regular employee who is on the active payroll 

of the Company as of December 31, 1980, and continuously thereafter, and who 

works part-time on or after January 1, 1981, shall thereafter continue, during the 

current term of employment, to be paid on the same basis as was applicable to 

such a part-time employee on December 31, 1980. 
 

2. The classification of a part-time employee is based on the employee’s 

“part-time equivalent work week” which shall be determined prospectively by 

dividing the employee’s total normally scheduled hours per month by 4.35 and 

rounding the result to the next higher whole number. (Illustration: 68 hours per 

month divided by 4.35 equals 15.6, rounded to a “part-time equivalent work week” 

classification of 16). 
 

3. The “part-time equivalent work week” classification of each part-time 

employee shall be reviewed by the Company no less often than every six (6) 

months on April 1 and October 1 of each year and adjusted on a prospective 

basis, if appropriate. In determining whether such adjustment is appropriate, the 

Company will consider the actual average number of hours worked per month 

during the preceding six (6) month period. Any hours worked which are paid at 

the overtime rate shall not be counted in computing the average number of hours 

worked. 
 

4. For employees, who are hired on or after January 1, 1981, and who work 

as regular part-time employees, payments to a regular part-time employee for 

sickness benefits, accident benefits, or death benefits under the “SNET Pension 

Plan” and “Sickness and Accident Benefit Plan”, vacations, holidays, anticipated 

illness leave, sickness absence (not under the “Sickness and Accident Benefit 

Plan”), or termination allowance (or its equivalent) shall be pro-rated based on the 

relationship of the individual part-time employee’s “part-time equivalent work 

week” to the normal work week of a comparable full-time employee in the same 

job title, classification and work group. A part-time employee shall not be paid for  
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absence due to sickness (not under the “Sickness and Accident Benefit Plan”) 

unless such absence due to sickness occurs on a day of the week on which the 

employee is normally scheduled to work. Regular employees who are on the 

active payroll of the Company as of December 31, 1980, and continuously 

thereafter, and who work part-time on or after January 1, 1981 shall thereafter 

continue, during the current term of employment, to receive payments for the 

benefits and other items, except holidays, listed above on the same basis as was 

applicable to a part-time employee on December 31, 1980.  (For holiday pay 

treatment see Departmental Section 4.) 
 

5. Employees who are hired on or after January 1, 1981, and prior to April 1, 

1995, and who work as part-time employees shall, if otherwise eligible to 

participate under the terms of such plans, be eligible for coverage under the 

Medical Plan, Dental Plan, and Vision Plan, as follows: 

(a) Employees whose part-time equivalent work week classification is 

sixteen (16) hours or less shall be eligible by enrollment and payment of 

100% of the premiums for such coverage; 

(b) Employees whose part-time equivalent work week classification is 

seventeen (17) through twenty-four (24) hours shall be eligible by 

enrollment and payment of 50% of the premiums for such coverage; 

(c) Employees whose part-time equivalent work week classification is 

twenty-five (25) or more hours shall be eligible for such coverage on the 

same basis as a regular full-time employee; 

(d) Regular employees who are on the active payroll of the Company 

as of December 31, 1980, and continuously thereafter shall continue to be 

eligible for such coverage on the same basis as a regular full-time 

employee regardless of classification. 
 

6. Effective March 31, 1995, employees hired or re-hired on or after that date 
who work part-time and less than 30 hours per week will be eligible for a 
percentage of the Company contribution for full time employees hired or rehired 
on or after March 31, 1995. The amount of the Company contribution will vary 
based on actual hours and calculated on a retrospective basis using a six month's 
average during a calendar year. For individuals on an approved, unpaid Leave of 
Absence (L.O.A.) the contribution level will be determined based on the six (6) 
months worked prior to the effective date of the L.O.A. The Company contribution 
will be towards the cost of individual coverage for medical, dental, and vision 
benefits. Individuals will be offered the opportunity to purchase coverage for 
eligible Class I dependents at group rates. 
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     Part-Time                  Percentage * of Company Contribution 
     Equivalent                                    towards Individual 
    Work Week               Coverage for Full Time Regular Employees 

 24 - 29 hours 75% 
 17 - 23 50% 
  9 - 16 25% 
  8 or less 0% 

*  In 1997, percentages will be prorated for each hour between 8 and 30 
 
7. Effective January 1, 2002, the Company will amend the SNET Active 
Bargaining Unit Employee Health Plan (which includes medical, HMO, dental and 
vision benefits) to provide that all regular part-time bargained-for employees who 
were hired or rehired on or after January 1, 1981 shall receive the following level 
of Company contributions toward the cost of employee and eligible dependent 
coverage, based on the employee’s normal scheduled work hours as shown 
below: 

  Company Contributions 
 Normal Weekly Scheduled Towards Employee & Eligible 
 Work Hours                                    Dependent Health Coverage* 

25 or more hours per week 100% 
17 through 24 hours per week 50% 
or less hours per week 0% 
 
  

* Employee pays the remaining cost of coverage, including all HMO 

premiums that exceed the SNET Medical Plan costs. 
 

8. Regular part-time employees, regardless of classification, shall be eligible 

for Excused Work Days on a pro rata basis based upon the ratio of any such part-

time employee’s equivalent work week to the normal work week of a comparable 

full-time employee. 

 

1.05 Temporary Employee 
 

(a) A “Temporary” Employee is one who is engaged on a Temporary basis 
for a period of not more than one year. A Temporary Employee’s employment 
may be terminated at any time, with or without cause, and for such reasons as 
completion of the work assignment for which he/she was engaged. A Temporary 
Employee must be separated from SNET upon reaching one year of service. A 
Temporary Employee who has been separated from SNET for any reason must 
remain separated for at least ninety (90) days before being eligible for re-
engagement as a Temporary Employee.  
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(b) Bargaining unit positions that are filled by a Temporary Employee(s) for 
twelve (12) consecutive months shall be considered a job vacancy and filled 
through the Transfer Procedure utilizing all Regular Employee requests. If  
no qualified candidate can be identified in the Transfer Bureau, the employer may 
offer the vacancy to the Temporary Employee or utilize other means to fill the 
vacancy. 
 

(c) Temporary Employees may not be returned to the same job title in the 
same location unless it is in another department. Temporary employees can 
return to a different work location in the same job title after a six month period. 
Temporary employees hired under the College Summer Hire program may return 
to the same job title that they previously held in the same department in the same 
location, or a different location. 
 

1.06 Reserved for Future Use 

 

1.07 Non-Exempt Employee 
 

“Non-exempt” employees are subject to the provisions of the Fair Labor 

Standards Act and regardless of their basic weekly going rates, will be paid time 

and one-half for overtime worked as defined in departmental working practices. 

 

1.08    Reserved for Future Use 

 

1.09    Home Station 
 

(a) Home Station, within Connecticut, is the exchange area to which an 
employee is regularly assigned. Exchange area boundaries are indicated 
on the map at end of General Wage and Working Practices section. 

 (b) Home Station, outside Connecticut, is an 18 mile radius from the reporting 
center as designated by the Company. 

 
1.10     Reporting Center 
 

Reporting center is any one of the places indicated below at which an employee 
is authorized to report for duty or is relieved of duty: 
 

(a) the office or work place at which an employee usually works or reports for 
work or any Company office within the employee’s home station; 

(b) the garages within the employee’s home station at which Company cars 
are stored for use; 

(c) a railroad passenger station or centrally located bus station within the 
home station when an employee is required to travel by train or bus; or 

(d) a location near an employee’s home which is mutually agreed upon 
between the supervisor and the employee when traveling as a passenger 
in a bus or Company car to or from a job away from the employee’s home 
station; 
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(e) a location within the area where an employee is authorized to board when 
assigned to work away from the home station. 

 
1.11 Session 
 

That part of a day that a Regular full-time employee is scheduled to work will be 

divided into two equal parts regardless of when the meal period is scheduled. 

(Part-time employees scheduled to work either 7 ½ or 8 hours per day are 

included.) 

 

1.12 Immediate Family 

 

The following relationships to the employee constitute the immediate family: 
 

Father Brother Grandfather  Step Grandparents 
Mother  Child                     Grandchildren       Step Grandchildren 

Husband      Father-In-Law       Step parents                                

Wife Mother-In-Law      Step children                    

Sister          Grandmother          Step brothers & sisters 
 

Legally Recognized Partner* 

Legally Recognized Partner’s 

-   Father 

-   Mother 

-   Child 
 

* “Legally Recognized Partner” shall mean any individual: 
 

(1) who is a Registered Domestic Partner, or 
 

(2) with whom an employee has entered into a same-gender relationship 
pursuant to and in accordance with state or local law, such as marriage, 
civil union or other legally recognized arrangement that provides similar 
legal benefits, protections and responsibilities under state law to those 
afforded to a Spouse. 
 

An individual who has a Spouse shall not be permitted to designate a Legally 

Recognized Partner. No individual shall be permitted to designate more than one 

Legally Recognized Partner during the same period, nor shall any individual be 

permitted to designate different Legally Recognized Partners for different plans or 

programs during the same period. 

 

1.13 Immediate Household 
 

A person who lives in the employee’s home as one of the family shall be 

considered as a member of the employee’s immediate household. 

 



GENERAL  

128 
 

1.14 Net Credited Service 
 

(a) Where the term “Net Credited Service” is used under the Company’s   

Health, Welfare and Retirement (“Pension”) Plans or for the establishment of an 

employee’s “Seniority” under this collective bargaining agreement, Net Credited 

Service is the period of continuous service from the date on which an employee’s 

latest employment as a regular or temporary employee started. 
 

(b) Where there has been a break in service a Net Credited Service Date will 
be established under the following “bridging-of-breaks-in-service” provisions to 
recognize  
all periods of previous service determined to be eligible for recognition in 
accordance with the terms of the SNET Pension Plan and the Mandatory 
Portability Agreement (“previous service”): 
 

(1) for pension purposes only:  previous service shall be credited 
immediately upon re-employment as a regular or temporary employee; or 
 

(2) For all other non-pension purposes: previous service shall be 
credited to re-employed employees as follows: 
 

(a) if a regular employee who left the service of the Company is 
subsequently re-employed within six (6) months as a regular 
employee, previous service shall be credited immediately; or 
(b) if a regular employee who left the service of the Company as a 
result of a layoff is subsequently re-employed as a regular employee 
within the time periods outlined for “recall rights” under Article VII, 
previous service and up to six (6) months of service credit for the 
period of layoff shall be credited immediately; or 
(c) if a regular employee who left the service of the Company and 
was re-employed as a regular employee on or before 12/31/1999, or 
if a regular employee who had been laid off was subsequently re-
employed as a regular employee after the time periods outlined for 
“recall rights” in Article VII, but on or before 12/31/1999, previous 
service shall be credited upon the employee’s completion of four (4) 
years of continuous regular and/or temporary employment; or 
(d) if a regular employee who left the service of the Company and 

was reemployed as a regular employee on or after 1/1/2000, or if a 

regular employee who had been laid off was subsequently re-

employed as a regular employee after the time periods outlined for 

“recall rights” in Article VII and on or after 1/1/2000, previous service 

shall be credited upon the employee’s completion of five (5) years of 

continuous regular and/or temporary employment. 
 

(c) Where an employee’s Net Credited Service Date is used to determine 

seniority for such events as vacation selection, transfers, work schedules or trick 

schedules, and there are two or more employees with the same Net Credited 

Service Date, the selection will be made by an automated system, if available. In  
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cases where an automated system is not available and for surplus, layoff or lateral 

force rearrangement events, a lottery-like drawing will be conducted witnessed by a 

Union officer. Tie-breakers will be conducted for each individual event. 

 

1.15 Permanent Transfer 

(a) Regular Employee – A change of home station of a regular 
employee shall be considered to be a permanent transfer: 

 

(1) when the change is made because of the needs of the 
business and the duration of the assignment is expected to be 12 
months or more; 

 

(2) when the change is necessitated because of inability to 
meet the requirements of the occupation or because of lack of 
work in the occupation, regardless of the length of the period; or 
(3) when the change is made at the employee’s request. 
 

 (b) Temporary Employee - A change of home station of a Temporary 
employee shall be considered to be a permanent transfer regardless of 
the length of the period. 
 

1.16 Temporary Transfer 
 

An assignment of a regular employee to a location other than the home station for 
a period expected to be of less duration (one year or less) than that required for a 
permanent transfer is considered a temporary transfer. 
 
1.17 Extended Temporary Transfer 
 

(a) For temporary assignments of a regular employee expected to be 
over one year, but less than two years, the following conditions will 
apply: 
 

(1) When qualifications are substantially equal, the senior 
seniority net credited service employee will be selected by 
volunteers, and inverse seniority if there are no volunteers. 
 

(2) The temporary assignment duration will be reviewed by 
local management and the Chief Steward at ten months in order 
to extend the assignment out to eighteen months. 
 

(3) The temporary assignment duration will be reviewed a 
second time by local management and the Chief Steward after 
eighteen months in order to extend the assignment out to twenty-
four months. 
 

(4)  Employees on temporary assignments will receive wage 
treatment according to General Section 3.ll. 
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(b)   Assignments beyond twenty-four months will be considered 
permanent and the normal transfer bureau process will apply. 

 

(c) Consecutive extended temporary assignments cannot be used as 

a means of circumventing the transfer bureau. Extended 

temporary assignments must be separated by a minimum period 

of six months. 

 

2. WORK TIME AND SCHEDULING 
 

See 3.17 of these Practices for minimum work time. 
 
 
2.01 General 

 

(a)  Normally, employees shall be relieved from duty promptly at their 
scheduled time. However, they shall be expected to work 
overtime when the business requires it. The Company shall 
determine the necessity for such work. Employees, other than 
Plant, Switching Systems and Support Services, will not be 
required to work more than a total of eight (8) hours of overtime in 
any payroll week except in case of emergency, long term service 
difficulties, or unless the employee consents to such overtime. All 
holiday hours worked shall be counted toward the administration 
of the overtime limitation. (For Plant, Switching Systems and 
Support Services overtime hour limitations see the Work Time 
and Scheduling provisions in that section). 

 

(1) An “emergency” is an event of national importance, fire, 
explosion, or other catastrophe, severe weather conditions, 
major cable and equipment failures, or an act of God. 

 

(2) The parties recognize that service difficulties for an extended 
period may develop from time to time during which 
suspension of the above overtime limitations would be 
appropriate. In the event such service difficulties develop, the 
Company and the Union will meet to discuss the problem 
and determine how to deal best with the situation. 
 

(b) Work time shall include: 
 

(1) all authorized time spent at the reporting center or on the 
job; 

 

(2) time spent in authorized travel between the reporting 
center and the job, and from one job to another; 

 

(3) all scheduled time spent in attendance at joint Union-
Company meetings or in traveling to or from such 
meetings during scheduled working hours. 

 



GENERAL  

131 
 

 

As used in this section, “job” means any assignment to work, to wait, or to attend 
a training class or meeting on Company business. 
 
2.02 Travel Time 
 

 

(a) A regular employee assigned to report directly from home, which may be 
located in or outside the home station, to a job outside the home station, work 
time shall include time in excess of thirty minutes in each direction spent traveling 
between home and the job. 
 

(b) A regular employee notified after the normal tour of duty of an 
assignment to report for duty on a day other than a scheduled working day or on 
a Company recognized holiday on which the employee is not expected to work, 
time not to exceed thirty minutes in each direction spent traveling between home 
and the reporting center shall be classed as work time. 
 

(c) A regular employee called from home for duty on a scheduled working 
day for a period not continuous with the employee’s scheduled working hours, all 
time spent traveling between home and the job shall be classed as work time. 
 

(d) A regular employee called from home to the reporting center for duty 

prior to the employee’s scheduled working hours and the work continues into the 

scheduled working hours, time spent traveling between home and the reporting 

center shall not be classed as work time. 
 

(e) A regular employee called from home for duty on a day other than a 
scheduled working day or on a Company recognized holiday on which the 
employee is not expected to work, all time spent traveling between home and the 
reporting center or the job shall be classed as work time. 
 

(f) A regular employee called to the home station from a place at which 

visiting away from home, and outside the home station, the travel time in both 

directions shall be classed as work time except that if the return trip is not to the 

point at which the employee was visiting, the travel time not to exceed thirty 

minutes in each direction shall be considered as work time. 

 

2.03 Scheduling 

See Section 2. of the departmental Wage and Working Practices.  

 

3.   WAGE PRACTICES 

 

3.01 Trial Period 
 

The first six months of an employee’s service shall be considered as a trial period 

in order that the employee’s qualifications as to workmanship, character and 

personal conduct can be determined. Where the formal training period is greater 
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than two weeks or does not begin within the first month of employment the trial 

period will be automatically extended by the length of the formal training period.  
 

When a case warrants an extension of the trial period the employee and the 

Union shall be notified of such action. Individuals shall be released at any time 

during the trial period if found to be lacking in the proper qualifications. 

 

3.02 (Reserved for Future Use) 

 

3.03 (Reserved for Future Use)  
 
3.04 Temporary Assignment to a Higher Maximum Wage Rate 
 

Employees who are temporarily assigned to work for a full work day or longer on 
a title carrying a higher maximum wage rate shall be paid at the higher rate for 
the period of the assignment in accordance with General 3.11. 
 
3.05 Establishment of Wage Progression Schedules 
 

Wage progression schedules shall be established for the various occupations 

which indicate the periods of time between each wage increase consideration and 

the amounts of the increases for regular full-time employees who are making the 

usual and satisfactory improvement in job performance. 

 

3.06 Application of Wage Progression Schedules 
 

(a) General - The wage increases indicated in the wage progression 

schedules shall not be automatic, but the Company shall give consideration at the 

specified periods as to whether or not employees have merited increases. 
 

(b) Regular Full and Part-time Employees - Wage progression schedules 

are designed primarily for wage treatment for regular full-time employees but shall 

be used in determining wage treatment for regular and part-time employees 

eligible to such treatment by applying the provisions for bi-weekly starting rates, 

maxima, and amount of wage increases proportionately, e.g., an inexperienced 

employee engaged to work half-time, starts at one-half the minimum starting rate, 

and receives at the end of the first consideration period, one-half the weekly 

increase specified on the schedule at the end of this period. This employee 

progresses to one-half the maximum. On certain schedules increases are on an 

hourly basis and in such cases the same increase in rate per hour applies to part 

and full-time employees. 

 

3.07 Awarding Increases 
 

(a) At such times and in such amounts as are indicated on the wage 
schedules, the Company shall increase the rates of pay of regular employees 
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who progressively acquire additional job knowledge and demonstrate improved 
ability to perform work until the maximum for the occupation is attained. 

 
 
 

(b) Employees who demonstrate unusual and outstanding progress in their 
occupation shall receive an increase earlier than indicated in the schedule or in 
an amount larger than indicated, or both. In such cases, the length of the next 
consideration period shall be the period indicated in the schedule for the new 
wage level. 

 

Note: See 3.11 for increases in connection with advancements. 

 

3.08 Deferring Increases 
 

(a) When a continuous period of absence results from a sickness or 
accident, leave of absence or temporary layoff, the consideration period shall be 
extended as follows: 

 

 Number of Months in Consideration Period 
 Consideration Period Will Be Extended 
 Up to 6 Inclusive By Time Lost Less One Month 
 

 

In such cases, the extended period shall be shortened if the improvement in job 

performance by the employee has been greater than usual during that period. 
 

(b) When an employee’s performance or conduct does not warrant giving an 

increase in accordance with the consideration period indicated in the schedule, 

the increase shall be withheld, and the employee shall be informed in advance of 

the reasons therefor. The increase shall be given as soon as the employee has 

adequately demonstrated consistently satisfactory improvement. In such cases, 

the length of the next consideration period shall be the period indicated on the 

schedule for that wage level. This period shall be shortened if the improvement in 

job performance by the employee has been greater than usual during that period. 
 

(c) When an employee with seniority service of two years or less has not 
merited a wage increase for two full consecutive consideration periods, the 
employee shall then either be transferred to other work for which qualified, if 
available, or dismissed after final notice has been given. 
 

(d) When an employee with more than two years of seniority service does 
not develop the ability to meet completely the requirements of an occupation but 
performs work assigned well enough to be retained, wage treatment appropriate 
to performance shall be granted but the employee shall not receive the maximum 
wage. If qualified to progress in other work, the employee shall be transferred if 
an opportunity becomes available. 

 
3.09 Wage Reduction Other Than Transfer 
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The basic wage rate of an employee shall be subject to reduction for 

unsatisfactory performance of duty, unsatisfactory personal conduct or action 

which can be proven to be detrimental to the interests of the Company. 

 
 

3.10 Transfer To An Occupation Having the Same Wage Maximum 
(See paragraph 3.13 for transfer due to disability) 
 

(a) All regular employees transferred to other occupations having the same 

wage maximum shall be placed on the new wage schedule at the wage rate paid 

when transferred with full credit for the number of months at that rate. 

 

3.11 Advancement to an Occupation Having a Higher Wage Maximum 
 

(a) All employees who are advanced to an occupation having a higher 

maximum will receive a promotional increase. The method of determining this 

increase will normally be in accordance with the following procedure: 
 

 (1) Determine where the employee’s current pay falls on the wage 

progression guide of the job to which they are being advanced. The 

promotional increase is the amount shown as the next full step on the 

wage guide but not to exceed the maximum of the new job. 
 

(b) An employee may be accorded additional treatment to the above, 

depending upon the circumstances of the individual case. 

 

3.12 Transfer To An Occupation Having A Lower Wage Maximum 
(See paragraph 3.13 for transfer due to disability) 
 

(a) For Reasons Other Than A Surplus Condition - When any employee is 

transferred to an occupation having a lower maximum for any reason other than a 

surplus condition, the case shall be treated on its merits and an appropriate 

adjustment may be made after a careful appraisal of the individual’s value in the 

new position. 
 

(b) Due To A Surplus Condition - When it is necessary because of a surplus 
condition to transfer an employee to another occupation, the Company will 
endeavor to make the transfer to an occupation with a maximum which is not 
below the employee’s basic wage rate. Where this can be done there shall be no 
reduction in the employee’s basic wage rate but the employee’s progress on the 
new wage schedule shall be appropriate to experience and value in the new 
occupation. When an employee is transferred to an occupation with a wage 
maximum lower than the employee’s basic wage rate, adjustments shall be made 
as follows: 

 

 (1) Less Than 10 Years of Seniority Service - If the employee’s basic wage 
rate does not exceed the new wage maximum by more than the amount of 
the last step on the new wage schedule, a reduction to the new wage 
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maximum shall be made four weeks after the transfer.  However, if the 
employee’s basic wage rate exceeds the new wage maximum by more than 
the amount of the last step on the new wage schedule, the employee’s rate 
shall be reduced by the amount of this step four weeks after the transfer and 
thereafter by a like amount at the end of each six months until it coincides 
with the new wage maximum.  Even though the last reduction to be made is 
less than the full step, it shall not be made until six months following the date 
of the previous reduction. 

 

(2) 10 or More Years of Seniority Service - There will be no reduction in pay 

for an employee with ten (10) years or more of seniority net credited service for a 

period of thirty-six (36) months following the effective date of such downgrade. 

Thereafter adjustments shall be in accordance with (b)(1) above. 
 

3.13 Transfers For Reasons of Disability 
 

(a) When it is necessary because of physical disability as indicated by 

medical authority to transfer any employee to another occupation, the Company 

will endeavor to make the transfer to an occupation with a maximum which is not 

below the employee’s basic wage rate. Where this can be done there shall be no 

reduction in the employee’s basic wage rate but the employee’s progress in the 

new wage schedule shall be appropriate to experience and value in the new 

occupation. 

(b) If it is definitely established that regular employees are incapable of 

performing the duties of their job classification because of an injury sustained in the 

employ of the Company or that regular employees having twenty (20) or more years 

of seniority service are incapable of performing the duties of their job classification 

because of a disability or infirmity arising from natural causes, and are assigned to a 

job with a lower wage maximum within their ability to perform, there will be no 

reduction in their basic rate of pay.  

(c) When the transfer does not meet the conditions described in  
Paragraph (b) above, the basic wage rate shall not change as long as the 
employee’s basic wage rate exceeds the maximum rate of the job to which 
transferred. 

 

(d)  Computation of overtime and differential rates shall be based on the 
employee’s basic wage rate. 
  
3.14 Changes In Rates of Pay Effective January 1, 2005: 

 

Changes in employee rates of pay shall become effective on the date that the 

change is scheduled. However, no change in rate of pay for wage progression 

shall be made when an employee is absent at the beginning of the scheduled 

work week because of a sickness or accident benefit case under the Employee’s 

Benefit Plan, or a leave of absence. In such case an increase shall become 
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effective on the date the employee returns to work, full or part time. Refer to 

Paragraph 3.08 for possible extension of date due to extended absence. 

 

 

3.15 Pay Day Effective January 1, 2005: 
 

(a) Employees shall be paid every other Friday for services rendered the 
previous two weeks. 
 

(b) When a Company-recognized holiday falls on Friday, employees shall 
be paid on the preceding Thursday. 
 

3.16 Reserved for Future Use 

 

3.17 Minimum Work Time 
 

(a) Initial Call-Outs - When an employee is called out initially for duty during 

non-scheduled hours not continuous with the employee’s regular schedule of 

hours and such call-outs occur: 
 

 (1) between 6 A.M. and midnight, the minimum work time paid 
for shall be two hours at the appropriate overtime rate. 

 

(2) between midnight and 6 A.M., the minimum work time paid for 
shall be two hours at the appropriate overtime rate plus two hours at 
straight time. 

 
 

(b) Holiday Call-Outs - When an employee is called out initially for duty on a 
Company-recognized holiday, within the employee’s schedule for the week and 
such call-outs occur: 

 

(1) Within that which would ordinarily be the employee’s normal 
working hours the minimum work time paid for shall be two hours 
at the rate of time and one-half in addition to the normal day’s pay 
for the holiday. 
 

(2) Beyond those hours normally considered the employee’s 

normal working hours, the minimum work time paid for shall be two 

hours at the rate of double time and one-half. If such call-outs 

occur between midnight and 6 A.M., the minimum paid shall 

include an additional two-hours at straight time. 
 

(c) Subsequent Call-Outs  which terminate within the two-hour period paid for 

as a minimum, shall be considered as compensated for by payment for the initial 

call-out. That part of any such call-out which extends beyond the period paid for 

as a minimum shall be compensated for at the straight-time, time and one-half, 

double time or double time and one-half rate, as appropriate. The provisions for  
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minimum payment again apply when a subsequent call-out occurs after the 

expiration of the two-hour period paid for as a minimum. 
 

(d) Non-scheduled day - When an employee is assigned to work on a non-

scheduled day or on a Company-recognized holiday the minimum work time paid 

shall be four (4) hours at the appropriate overtime rate. 

 

3.18 Bi-Lingual Differential (All Titles) 

Employees on bi-lingual titles of: 
Service Representative – Spanish Center 
Telemarketing Specialist – Spanish Center 

will receive a fixed differential in the amount of five ($5.00) dollars per day. 

 

3.19   Differentials for Evening and Night Work - Regular Employees 
 

(a) Eligibility - A ten percent (10%) differential18 shall be paid to all employees 
who, as part of their basic work week, work regular weekly night  
assignments, regular daily night assignments or rotating evening or night 
assignments any part of which falls between the hours of 7:00 P.M. and 6:00 A.M. 

 
 

 (b) Regular Night Assignments –  

  1. Regular Weekly Night Assignment - Any eligible employee who 
is scheduled to work a basic work week composed of at least five 
(5) evening or night sessions for a period of three (3) or more 
consecutive months is deemed to be working such sessions as a 
regular night assignment under Paragraph (a) and will be eligible to 
receive a weekly (or “fixed”) differential. 

 
 

  2. Regular Daily Night Assignment – Any eligible employee 

who is scheduled to work a basic work week composed of at least 

one but less than five evening or night sessions for a period of 

three or more consecutive months is deemed to be working such 

sessions as a regular daily night assignment under paragraph (a) 

and will be eligible to receive a nightly differential. 
 

 (c) Rotating Night Assignment - Any eligible employee who is 

scheduled to 

 work a basic work week composed of at least one (1) but less than five (5) 

 evening or night sessions, or who is scheduled to work a basic work week 

 composed of evening and night sessions for a period of less than three (3) 

consecutive months, is deemed to be working a rotating night assignment 

under Paragraph (a) and will be eligible to receive a nightly differential. 

 
___________________________________________________________ 

18 Differential calculation is 10% of either the weekly basic wage rate (“Fixed”) or the daily basic wage 
rate (“Nightly”). 
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 (d) Time Off, Illness, Vacation 
 

1. When eligible employees, who are on regular night 
assignments have time off, they shall receive the differential 

 

  2. When eligible employees on a rotating night assignment 

basis or those on special assignments are off by permission or 

because of illness or vacation, they shall not receive the 

differential. Such employees shall  

  be entitled to the differential when excused from duty on a 

Company-recognized holiday. 
 

(e) Temporary Changes in Assignments 
 

(1) Change to Night Assignment - An employee temporarily 
assigned to a night session to take the place of one previously so 
assigned who is off duty, shall receive regular overtime treatment 
at the rate of time and one-half for the first night so worked; and if 
assigned to work continuously thereafter for a period of one night 
or more, shall receive the nightly differential for each night so 
worked. 
 

(2) Change to Day Assignment - When the needs of the business 
require that an employee regularly assigned to a night session be 
temporarily assigned to day sessions, night differential shall be 
continued for a period not to exceed two weeks of the assignment. 

 
 

3.20 Out of State Differential 
 

Regular employees who are required by the Company to attend out-of-state 

training, conference sessions or assigned to work where overnight lodging is 

required will be paid a twenty dollar ($20.00) differential for each overnight. 

 

3.21 Differential Overtime 
 

When a regular employee works overtime and in the same week is paid a 
differential for working evenings or nights, an additional amount representing 
differential overtime will be paid. This is computed by 1) dividing the amount of 
differential by the normal hours in the work week, 2) multiplying this result by the 
premium portion of the overtime hours. This results in the following formula: 
 

Amount of Differential  normal hours in work x premium portion of overtime for 

week. 

 

 

 

 

 



GENERAL  

139 
 

3.22 Performing Support Functions 
 

The Company may, if business needs require, designate a qualified bargaining 
unit employee to perform support functions such as distributing work, coordinating 
work activities and carrying out administrative duties in addition to their normal 
work functions and work schedules. The assignment will be made on a rotational 
basis by seniority from those employees who volunteer and who the Company 
determines are qualified and available for such assignment. 
 

Employees will be assigned for no less than one full session nor more than sixty-
five (65) work days per assignment.  In no case shall an employee be assigned 
for a total of more than sixty-five (65) work days in a twelve (12) month period 
regardless of the number of assignments, inclusive of any assignments to peer 
training – in Headquarters, Commercial and Marketing Field, and Plant. 
 

In no event shall such assigned employee have any involvement in discipline, or 
progression increases, performance evaluations or making judgments regarding 
other employees’ performance, nor shall such assigned employee have access to 
personnel folders, payroll records or other personnel-related documents or 
reports. An employee so temporarily assigned will receive a special 
compensation payment of seven dollars and fifty cents ($7.50) per session. 
 
3.23   Service Termination Payments 

 

(a) Services Terminated by the Company - The Company shall give two 
weeks’ notice or wages in lieu of notice to regular full or part-time employees with 
more than six months of seniority service, whose services are to be terminated 
only in those cases in which the employee is terminated for unsatisfactory work or 
minor misdemeanor subsequent to the trial period.  Wages in lieu of notice shall 
be paid as follows: 

 

(1)  Two weeks’ pay if less than one week’s notice is given by the 
Company. 
 
(2) One week’s pay if one week but less than two weeks’ notice 
is given by the Company. 
 

(b) Wages in lieu of unused accrued vacation shall be paid if services 
are terminated prior to a vacation assignment only in those cases in which wages 
in lieu of notices are not paid and in which the employee is terminated for 
unsatisfactory work or minor misdemeanor subsequent to the trial period. If an 
employee is eligible for either wages in lieu of notice or wages in lieu of vacation, 
the larger amount shall be paid. Payment for unused accrued vacation will be 
computed based on the chart below. To determine the number of “accrued” 
current year vacation hours for employees who have completed at least six 
months of service and who are eligible to be paid in lieu of, see the following 
chart: 
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(c) Services Terminated by Employees - Regular full or part-time employees 

with more than six months of seniority service are expected to give two weeks’ 

notice when voluntarily terminating service with the Company.  Employees who 

resign after two weeks’ notice shall receive wages in lieu of unused accrued 

vacation based on the chart above. 
 

(d) If an employee dies, is laid off, or exits the business with voluntary 

separation payments due to a surplus before receiving his/her unused vacation 

for the vacation year, payment in lieu of vacation will be made for all unused 

vacation time to the employee or employee’s estate in the event of death.  
 

(e) If an employee retires and exits the business before receiving his/her 

unused vacation for the vacation year, payment in lieu of vacation will be made 

for all unused vacation time at the time of the employee’s retirement.  
 

(f) An employee leaving the Company for reasons other than specified in this 
Article shall receive payment in lieu of any unused portion of the vacation for 
which such employee is eligible based on the accrual schedule in Article 3.10 (b). 

 
 

Month 

Employee 

Annual Eligible Vacation Hours 

(See eligibility above for number of eligible weeks) 

Leaves 

Company 

or 

5 Days 

or 

1 Week 

(40 

Hours) 

10 Days 

or 

2 Weeks 

(80 

Hours) 

15 Days 

or 

3 Weeks 

(120 

Hours) 

20 Days 

or 

4 Weeks 

(160 

Hours) 

25 Days or 

5 Weeks 

(200 Hours) 

(Credited 

Months) 

 

Number of "Earned" Current Year Vacation Hours 

Jan. (1) 3 7 10 13 17 

Feb. (2) 7 13 20 27 33 

Mar. (3) 10 20 30 40 50 

Apr. (4) 13 27 40 53 67 

May (5) 17 33 50 67 83 

Jun. (6) 20 40 60 80 100 

Jul. (7) 23 47 70 93 117 

Aug. (8) 27 53 80 107 133 

Sep. (9) 30 60 90 120 150 

Oct. (10) 33 67 100 133 167 

Nov. (11) 37 73 110 147 183 

Dec. (12) 40 80 120 160 200 



GENERAL  

141 
 

4. HOLIDAY PRACTICE 
 

4.01 Company-Recognized Holidays 
 

(a) The Company recognizes the following holidays which are to be 
observed on the day so designated by The Federal Government: 
 

 New Year’s Day Labor Day 
 President’s Day* Columbus Day* 
 Good Friday* Thanksgiving Day 
 Memorial Day Day After Thanksgiving Day 
 Independence Day Christmas Day  
 

 

(b) When a Company recognized holiday falls on Saturday, holiday 
treatment shall be accorded those regular employees who are scheduled to work 
on either the designated holiday or the recognized holiday, but an employee will 
not receive holiday treatment for both days. 
 
4.02 On Sunday 
 

When a Company-recognized holiday falls on a Sunday, the following Monday 
shall be considered as the holiday. 
 
4.03 Holiday Worktime Period 
 

Holiday overtime work is work time during any part of the twenty-four (24) hour 
period from midnight of the day preceding the holiday to midnight of the 
Company-recognized holiday other than the holiday tour hours. 
 

4.04 Excused Absence Period 
 

When work requirements permit an employee to be absent by permission without 

pay for not more than seven (7) consecutive calendar days and when such 

excused absence is adjacent to or includes a Company-recognized holiday, the 

employee will receive holiday pay. 
 

4.05 Extended Sickness or Leave of Absence 
 

An employee on extended sickness without pay, or leave of absence, during a 

period which includes a holiday will not be paid for the holiday. 

 

5.  VACATIONS  
 

5.01 Vacation Allowance 
 

(a) Eligibility - A vacation with normal pay (basic weekly wage rate including 

any fixed differential) shall be given annually to each regular employee in 

accordance with the following allowances: 
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 *(1) One calendar week after completion of six months of 
continuous seniority service. 

 

*(2) Two calendar weeks after completion of twelve months of 

continuous seniority service, provided that if terms of employment of six 

months and twelve months are both completed in the same calendar 

year, only two weeks of vacation will be granted, with the second week 

to be taken after completion of twelve months of continuous seniority 

service. The first week may be taken any time after completion of six 

months of continuous seniority service. 
  

 (3) Three calendar weeks during the calendar year in which seven 
years of seniority net credited service are completed, and during each 
subsequent calendar year, until the year in which fifteen years of service 
are completed. 

 

 (4) Four calendar weeks during the calendar year in which fifteen 
years of seniority net credited service are completed, and during each 
subsequent calendar year, until the year in which twenty-five years of 
service are completed. 
 

(5) Five calendar weeks during the calendar year in which twenty-

five years of seniority net credited service are completed, and during 

each subsequent calendar year. 
 

*If an employee becomes eligible for a vacation week under (1) or (2) above, on 
or after December 1, such vacation week may be taken in the following calendar 
year, provided it is completed prior to April 1, and prior to the taking of any of the 
current year’s vacation. 
 

Note: The calendar year, for purposes of determining vacation allowance, shall 

begin on December 31 and end on the following December 30. 
 

(b) In Calendar Weeks or Less - Generally, employees are required to take 
vacations in calendar weeks. Under special circumstances, full-time employees 
shall be allowed to take vacations, subject to work requirements, in periods of 
less than a  
 

calendar week or to start vacations other than at the end of the scheduled work 
week. In such cases, the allowance is the number of work days in the employee’s 
normal work week (usually five) for each calendar week of vacation. 
 

(c) No deduction shall be made from the vacation allowance because of time 
off during the current year for any of the following reasons: Leave of absence, 
time off by permission, temporary layoff, or absence due to accident or sickness. 
 

(d) A Company-recognized holiday shall not be classed as a day of vacation when: 
 

(1) Such holiday occurs during an employee’s schedule for a 
calendar week which is taken as vacation. 
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(2) A vacation period of less than a calendar week is adjacent to 

such holiday within an employee’s work schedule for that week. 
 

(e) Sickness or Accident Absences 
 

(1) During Vacation Period - If an employee becomes 
incapacitated by reason of sickness or accident during a vacation, no 
extra vacation period will be allowed. 
 

(2) Immediately Prior to Vacation - When an employee is absent 

on account of sickness or accident disability on the last scheduled 

working day prior to the vacation assignment, the employee shall be 

given a vacation after recovery, subject to work requirements. Such 

rescheduling shall be in the calendar year. However, when such 

scheduled vacation, of one week or more, is in November or December 

and it is not possible to reschedule the vacation in the current year 

because of a sickness or accident absence continuing to the end of the 

year, the unused vacation may be rescheduled in the first two months of 

the following calendar year In such rescheduling, the employee loses 

seniority in the assignment of the new vacation period. 
 

(f) Accumulations - Employees shall not be permitted to omit a vacation in 

one year for the purpose of having additional vacation allowance in a 

succeeding year, except as provided in paragraph 5.01 (g) and (h). 
 

(g) Day-At-A-Time - Employees who are eligible for two weeks or more of 

vacation may use two weeks to be taken on a day-at-a-time basis. 

Eligible employees may designate two weeks in the current year or 

through the first full calendar week of May of the following year as the 

reserved week for day-at-a-time. Single vacation days prior to the 

reserved week may be granted to employees on the basis of the earliest 

request, subject to work requirements, as determined by the supervisor. 

Employees will have the option to utilize vacation days, previously 

scheduled as part of their “reserve week”, in one-half (1/2) day 

increments subject to availability. 
 

The full week or portions of the week that have not been used on a day-at-a-time 

basis by the time the reserved week occurs must be taken during the reserved 

week as scheduled. 
 

(h) Vacation Carry-Over - Employees who are eligible for two (2) or more 
weeks of vacation in any calendar year may schedule in the following 
calendar year, by full week(s), a part of the vacation for which they are 
eligible in the current calendar year, subject to the following terms: 
 

(1) In no case shall an eligible employee schedule less than one 
week of vacation in any calendar year. 
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(2) Any week or weeks of vacation “carried over” from one 
calendar year into the next must be scheduled and taken no later than the 
first full calendar week of May of the year into which the week or weeks 
are carried over. 
 

(3) For all weeks of vacation “carried over” from one calendar year 
into the next, at least a like number of weeks of vacation for the calendar 
year into which the “carry-over” is shifted must also be scheduled and 
taken no later than the first full calendar week of May of the same year. 
 

(i) Equivalent In Wages - An employee continuing in the employ of the 
Company shall not receive the equivalent of the vacation allowance in 
wages. 

 
5.02 Scheduling Vacations 
 

(a) Selection 
 

(1) All vacations are subject to work requirements. 
 

(2) Vacations shall be scheduled by vocational groups or groups 
which must be worked in combination. A maximum number of people 
shall be allowed to schedule their vacations at one time consistent with 
work requirements. 
 

(3) The controlling factor in the selection of two weeks of the vacation 
shall be seniority based on seniority net credited service provided the 
vacation is in calendar weeks except as provided in 5.02 (a)(7). 
 

(4) For employee’s eligible to three or four weeks’ vacation, the third 
week shall be scheduled in accordance with seniority after other 
employees have been scheduled for lesser vacation allowances to which 
they are eligible. 
 

(5) For employees eligible to four weeks’ vacation, the fourth week 
shall be scheduled in accordance with seniority after other employees 
have been scheduled for lesser vacation allowances to which they are 
eligible. 
 

 (6) For employees eligible to five weeks’ vacation, the fifth week shall 
be scheduled in accordance with seniority after other employees have 
been scheduled for lesser vacations to which they are eligible. In such 
cases, it is expected that one week will be scheduled during January, 
February, March, April, November or December. 

 
 

(7) At any time during the selection of vacation, employees may 
designate to carry over weeks in accordance with 5.01 (h). The week(s) 
carried over from the current calendar year shall be considered in 
consecutive sequence as the first, second, third, fourth, fifth week 
selection of the current year’s vacation allowance depending upon the  
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number of weeks, if any, that have already been scheduled in the current 
year and the number of weeks selected for carry-over. The weeks 
matched with those carried over shall be considered in consecutive 
sequence as the first, second, third, fourth, fifth week selection of the 
following year’s vacation allowance depending upon the number of weeks 
matched. 
 

(8) At any time during the selection of vacation, employees may 
designate two weeks to be reserved if they wish to take vacation on a 
day-at-a-time basis in accordance with 5.01 (g) and 5.02 (a) (1)-(6). 
 

(9) At any time during the selection of vacation, employees may elect 

to schedule in advance up to two full weeks of vacation for the year 

immediately subsequent to the one under consideration. The week(s) 

may be scheduled through the first full calendar week of May. The 

advanced week(s) scheduled shall be considered as the first week(s) 

selection for the following year. 
 

(10) Not more than two weeks of the vacation allowance shall be taken 

consecutively unless work requirements permit. 
 

(11) Vacations shall be allowed during entire year dependent on the 

conditions previously outlined. 
 

(12) It will not be necessary for an employee to take all or part of a 

vacation prior to the granting of any excused absence. 
 

 (13) Scheduling of vacations will begin by November 1st and will be 
completed by December 30th. 

 

(b) Vacations At End of Year - Vacations scheduled during the entire week in 
which December 31 occurs on a week day, Monday through Friday, may be 
charged against the vacation allowance for either the current year or the following 
year. 
 

(c) Additional Day for Holiday Within Vacation Period - When an additional 
day of vacation is allowed because of a Company recognized holiday occurring in 
an employee’s scheduled vacation, it may be taken with due consideration for 
work requirements and the vacation selections of other employees. 
 

(d) Transferees - An employee transferred within the Company shall retain 
seniority commensurate with length of service except that during the calendar 
year of transfer selection of vacation shall not interfere with vacation choices 
recorded by other employees in the group up to time of transfer. 
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5.03 Vacation Pay - Regular Part-Time Employees 
 

For employees who were hired on or before December 31, 1980 and who work as 

regular part-time employees weekly vacation payments shall be based on the 

average of the weekly amounts paid to them during the third through sixth weeks’ 

period prior to the vacation period including any basic wage rate increase in effect 

at the time of the vacation week, but the total weekly pay shall not exceed their 

pay for 37-1/2 or 40 hours, as appropriate, at their current basic wage rate. For 

employees hired or rehired January 1, 1981 and after, the provisions of General, 

Paragraph 1.04 will apply. 

 

6.   SICKNESS AND ACCIDENT ABSENCES 
 

6.01  Short Period Sickness 
 

 

(a) General - A supervisor shall be notified of absence due to sickness no 
later than the start of the day’s scheduled work time whenever possible. 
 

(b) A regular full or part-time employee (except Plant and Customer 
Information Services as outlined in 6.01 of Departmental Wage and Working 
Practices) shall receive normal pay for short periods of time off duty occasioned 
by personal sickness as indicated below. (Also see par. (c) which follows). 
 

 During the first year of seniority net credited service - 
  None 

 During the second year of seniority net credited service - 

  Five working days 

 After two years of seniority net credited service - 

   Ten working days during each service year. 
 

In the case of a part-time employee, the length of the schedule on the absent 
days involved shall be considered as constituting a working day and payment 
shall be based  
 

on the length of the schedule on the particular days for which payment is to be 
made. However, in no case shall short period sickness payments be made for 
that portion of the absence which extends one full day or more beyond seven 
consecutive calendar days. 
 

(c)  Consideration of Payment for Absence Beyond Ten Days - It is 
understood that consideration will be given to payment for necessary incidental 
sickness absence beyond ten days in a service year, where the circumstances 
warrant. Important factors in such cases would be the past record of attendance, 
length of service and the number and duration of Benefit Plan absences. 
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(d) A Company-recognized holiday is treated as a day of sickness when: 
 

(1) the holiday falls on a scheduled working day on which the 
employee is required to work and is absent because of sickness on that 
day. 
 
 

(2) the holiday falls on a scheduled working day on which the 
employee is not required to work and is absent because of sickness on 
the entire afternoon or session of the scheduled working day preceding 
and the entire morning or session of the scheduled working day following 
the holiday. 
 

(e) No deduction shall be made from the short period sickness allowance of 

an employee for sickness on a Company-recognized holiday, temporary layoff, 

excused absence, or leave of absence during the year; but a change shall be 

made in the service year on which it is computed, in cases where all or part of the 

absence is not credited. 

 
6.02 Disability Benefits 
 

Employees must refer to the SNET Disability Benefits Plan Summary Plan 
Description (“Disability Plan SPD”) for the specific eligibility requirements that 
must be satisfied for disability benefit payments for each medically-necessary 
absence due to sickness or accident (on-the-job or non-job-related), the 
maximum duration of benefits, relapse provisions, and any other specific terms 
and conditions of the Plan. 
 

(a) Subject to the terms and conditions of the AT&T East Disability Benefits 
Program (AT&T East Disability Program), payments to eligible regular employees 
eligible to participate in the AT&T East Disability Program whose illness or injury 
arises out of or in the course of employment shall begin on the first day of 
absence; payments to employees whose illness or injury does not arise out of or 
in the course of employment shall begin on the eighth calendar day of absence as 
follows: 

  

(1) If term of employment has been less than 6 months of benefits net 
credited service - no payment. 
 

(2) If term of employment has been 6 months but less than 2 years of 

benefits net credited service - full pay 4 weeks, half pay 48 weeks. 
 

(3) If term of employment has been 2 but less than 5 years of benefits 

net credited service - full pay 8 weeks, half pay 44 weeks. 
 

(4) If term of employment has been 5 but less than 15 years of 

benefits net credited service - full pay 13 weeks, half pay 39 weeks. 
 

(5) If term of employment has been 15 but less than 20 years of 

benefits net credited service - full pay 26 weeks, half pay 26 weeks. 
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(6) If term of employment has been 20 but less than 25 years of 

benefits net credited service - full pay 39 weeks, half pay 13 weeks. 
 

(7) If term of employment has been 25 years or more of benefits net 

credited service - full pay 52 weeks. 
 

Pay is defined as the employee’s regular base pay, and fixed differentials 
(including bilingual), and does not include such things as payments for 
overtime, incentive awards or commissions. Benefit payments will be 
offset by  
 

workers’ compensation benefits paid. In addition, because Workers’ 
Compensation payments are not subject to income tax, an additional 
offset will  
be made during periods of full-pay benefits so that the employee’s total 
payment after taxes is equal to the total level of after-tax income from 
base pay  
and fixed differentials (including bilingual) the employee was eligible to 
receive before the on-the-job illness or injury. 
 

An employee hired under the “Temporary” employee classification will not 

be eligible for be eligible for benefits under the SNET Disability Benefits 

Plan. 
 

(b) Successive Periods of Absence Due to Disabling Medical Conditions: 
If an employee returns to work after receiving sickness or accident benefits, the 
employee will again be eligible for the full 52 week period of sickness or accident 
benefits once he/she has been back to work on their normal work schedule with 
no SNET Disability Benefits Plan or Workers’ Compensation payments for a 
period of 26 consecutive weeks.   
 

If the employee returns to work and is absent again due to a disabling medical 

condition – whether related or not to a previous disabling medical condition – 

during the first 26 weeks after returning to work, the employee will be eligible only 

for the period of disability benefits remaining under the original 52 week period. 
 

(c) Illness Other Benefits (IOB)  
Payments may be available for medically-required time off duty associated with 
a part-time return to work following an absence due to extended illness of at least 
three months duration. If approved, IOB payments may be payable for time not 
worked based on the employee’s eligibility for full or half pay disability benefits.  
Such disability payments will be counted towards usage of 52 weeks of Sickness 
and Accident Disability Benefit payments. 
 

(d) Special Sickness Disability Benefits  
Payments may be available when it is anticipated that a full-time employee will be 

totally disabled in the near future (such as for scheduled surgery or delivery of a 

baby) and must work on a part-time basis because of a temporary and partial 

disability. If approved, special sickness disability benefit payments may be  
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payable for time not worked based on the employee’s eligibility for full or half pay 

disability benefits. Such disability payments will be counted towards usage of 52 

weeks of Sickness and Accident Disability Benefit payments. 

 

6.03 Reserved for Future Use 

 

6.04 Classification of Company-Recognized Holiday - Employees’ Benefit 

Plan Cases 
 

A Company-recognized holiday is classed either as a day of sickness or a day off 
duty occasioned by an accident when: 
 

(a) the holiday falls on a scheduled working day on which an employee is 
required to work and is absent because of a sickness or accident disability on that 
day; 
 

(b) the holiday falls on a scheduled working day on which an employee is not 
required to work and is absent because of a sickness or accident on the entire 
afternoon or session of the scheduled working day preceding the holiday. 
 
7.  EXPENSES 
 

7.01 Meals 
 

(a) General 
 

(1) Entertaining Other Than Company Employees - When an 
employee is required by the Company to incur meal expense in 
entertaining other than Company employees, reimbursement shall be 
made for all such expenses. 
 

(2) Attending Other Than Company Meetings - An employee shall not 
be reimbursed for meal expenses incurred by reason of attendance at 
meetings of organizations such as service clubs, chambers of commerce, 
etc., except when the Company desires the employee to attend.  If the 
Company requests attendance, reimbursement will be for actual meal 
expense incurred; if attendance is optional with the employee, 
reimbursement will be for one-half the meal expenses incurred. 
 

(3) Medical Examination or Treatment Away from Home Station - An 

employee shall be reimbursed for meal expenses incurred when required 

by the Company to make a trip away from the home station for medical 

examination or treatment in accident or sickness cases. 
 

(b) Declared Emergencies - When the Company declares an emergency as 
defined in Section 2.01 (a) (1), designated employees will be determined by title 
and organization by the Company. All designated employees except those  
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employees working in locations where meals are provided by the Company will 
receive the following meal allowance: 
 

(1) Noon Lunch - $4.00 
(2) Supper $15.00 when working 2 hours or more overtime beyond the 
end of the regular schedule. 

 
7.02 Lodging 
 

See 7.02 of the Departmental Wage and Working Practices. 

 

7.03 Transportation 
 

(a) Selection of Means of Transportation - When transportation is required in 
the course of Company business, the supervisor shall determine the means of  
 
 

transportation which is in the best interest of the Company from the standpoint of 
availability, adequacy and economy. Employees shall be: 
 

(1) Assigned to ride as passengers in a Company or a personal car 
already scheduled to make the trip. 
 

(2) Assigned to use public transportation service (use of a personal   
car in lieu of public transportation service is covered in a subsequent 
paragraph). 
 

(3) Assigned to use a Company car provided they possess a 
Company motor operator’s certificate. 
 

(4) Authorized to use their personal car at a mileage rate; or 
 

(5) Authorized to use their personal car at a flat monthly allowance. 
 

No person other than an employee or another directly or indirectly engaged in 
Company business shall be carried in a Company car, or in a personal car for 
which an allowance is paid at a mileage rate, a flat monthly rate, or a public 
transportation rate, without the permission of the supervisor. 
 

(b) Direct to Job Within Home Station - When an employee reports directly 

from home to a job at some point within the home station but away from the 

reporting center or returns directly home from such a job, reimbursement shall be 

for authorized transportation and parking expense in excess of the normal 

expense, not to exceed the first fifteen (15) work days of the assignment. 
 

(c) Direct to Job Away from Home Station - When an employee reports 
directly from home to a job away from the home station, or returns directly home 
from such a job, reimbursement shall be for expenses for authorized 
transportation in excess of that normally incurred between the home and the 
regular reporting center. 
 

(Also see 7.03 of the Departmental Wage and Working Practices.) 
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(d) During Performance of Work - An employee shall be reimbursed for 
transportation expense incurred during the performance of the work if authorized 
by the supervisor, but under normal conditions such expense shall not be 
authorized for a distance of less than one-half mile. 
 

(e) Use of Personal Car - When the use of a personal car is authorized at a 
mileage rate, compensation shall be at the following rates: 

 

(1) Prevailing IRS allowable reimbursement rate for use of personal 
car for business purposes when not more than two employees or persons 
(including the driver) engaged on Company business are carried. 
 

(2) Three cents a mile additional for each additional person when 
more than two are carried. 

 

When it has been determined that public transportation should be used and an 
employee chooses to use their own automobile for personal reasons, the 
supervisor may permit them to do so.  However, compensation shall be limited to 
the lesser of the amount calculated to be reimbursed on actual mileage or the 
cost of public transportation. 
 

(f) Parking and Overnight Storage - In the operation of a Company car, or a 

personal car for which a mileage rate or a monthly allowance is paid, an 

employee shall be reimbursed for necessary parking charges and for the actual 

cost of overnight storage when it is necessary to remain away from the home 

station. Employees shall not be reimbursed for parking charges or overnight 

storage in the operation of their car in lieu of public transportation 
 

(g) Medical Examination or Treatment - An employee shall be reimbursed for 
transportation expenses incurred when required by the Company to make a trip 
for medical examination or treatment in accident or sickness cases at the rate 
described in paragraph (e) above. 
 

(h) Overtime Work - When overtime work requires an employee to incur 
expense for transportation for an extra trip on a scheduled day or a trip on a non-
scheduled day, reimbursement shall be as follows: 
 

(1) For a trip between the home and the job or reporting-center within 
the home station or a trip from home directly to a job away from the home 
station: 
 

(a)  the employee shall be reimbursed the actual expense of the 
extra trip (also see par. (3) below). 

 

(2) Trip from Place of Visitation - For a trip from a place at which the 
employee is visiting away from home and outside of the home station, to 
a location within the home station: 
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(a) if the employee returns to the place at which visiting, 
reimbursement shall be for the actual transportation expense in 
both directions; 
 

(b) if return is not to the place at which visiting, reimbursement 
shall be for the transportation expense in each direction. However, 
if obliged to use a different means of transportation from the distant 
point than had originally been planned, reimbursement for any 
additional transportation expense incurred thereby shall be paid. 
 

(3) Added Expense Due to Unusual Hours - When no extra trip 
is required, but the employee is obliged because of unusual hours 
to incur additional transportation expense, reimbursement shall be 
for the additional expense only. 

 

(i) When as a result of a permanent closing of a Company facility employees 
are permanently assigned to another Company location, they shall be paid an 
allowance for the mileage in excess of their original commute, at the rate 
described in paragraph  
 
 

(e) above, for a period of four (4) months from the date of reassignment, or its 
equivalent if the period is extended by any paid absence period. 
 

(j) Company-Recognized Holiday – When working on a Company-

Recognized Holiday, the employee shall be reimbursed the actual expense for a 

trip between the home and the job or reporting center within the home station or a 

trip from home directly to a job away from the home station. 

 

7.04 Liability in Case of Accidents 
 

(a) The Company shall be liable for all claims directed against the Company 
or against an employee for injuries to and property damage of others resulting 
from an accident involving a Company automobile. 
 

(b) The Company shall also be liable for claims directed against the 
Company resulting from an accident involving an employee’s personal automobile 
which has been authorized to be used on Company business and paid for on a 
mileage or monthly allowance basis.  
 

(c) When claims are directed against an employee for injuries and property 

damage to others resulting from an accident involving a personal car which has 

been authorized to be used on Company business and paid for on a mileage or 

monthly allowance basis, the Company shall be liable for the amount of such 

claims which are in excess of the liability insurance carried by the employee. 
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7.05 Reimbursement for Loss Sustained Through Damage to a Personal  

 Car Used on Company Business 
 

The Company will reimburse employees for financial loss sustained through 
damage to their personal car when used on Company business, provided: 
 

(a) such loss does not result from gross negligence of the employee, and 
 

(b) the use of the personal car is authorized and paid for on a mileage or 
monthly allowance basis, and 
 

(c) the form used in reporting accidents to Company cars is prepared and 
given to the supervisor, and  
 

(d) the loss does not result from a fire or theft of the employee’s car. 
 

7.06 Responsibility for Infractions of The Rules of The Road 
 

Employees are responsible to comply with rules of the road, State laws or 

municipal ordinances. The Company will furnish a bond if required and legal 

assistance for an employee in the event of arrest for infractions of the rules of the 

road, State laws or municipal ordinances, while using a Company or personal car 

which has been authorized to be used on Company business and paid for on a 

mileage or monthly allowance basis. It will also pay the fine and costs imposed 

when circumstances justify such action. 

 

7.07 Moving 
  

1. Regular Employees – An employee who is involuntarily placed into a long 
commute position under the provisions of Policies & Procedures, Part 1 E (Lateral 
Intradepartmental Force Rearrangements) or voluntarily accepts a long commute 
position under the provisions of Article VII, paragraph i and who relocates his/her 
permanent residence within six (6) months of the payroll effective date of the 
placement into that position and the resulting commute to the new work location 
is less than 55 miles, shall be entitled to a lump sum payment of $5,000. Any 
employee accepting this payment will forfeit any return, recall and/or buyback 
rights he/she may have to the position and/or location from which they moved. 

 

2. For purposes of this section, a position shall be considered as a long 
commute if the distance from the employee’s permanent residence to the new 
work location is greater than that from the employee’s permanent residence to the 
former work location and the actual one-way commuting distance from the 
employee’s permanent residence to the new work location exceeds fifty-five (55) 
miles. Computation of commuting distance shall be based on the Mileage Guide 
published by the State of Connecticut Department of Transportation (March 
1994). As specified, the distance will be expressed as whole miles between towns 
within the State of Connecticut.  
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3. The Company may request reasonable documentation to satisfy itself that 
the employee has in fact permanently and legitimately changed his or her 
permanent address before making any lump sum payment under this section. 

 
8.  EXCUSED ABSENCE 
 

8.01 General 
 

Employees shall make arrangements with their supervisor in connection with all 

absences. 

 

8.02 Sickness in Family 
 

A regular full or part-time employee absent because of emergency illness in the 

employee’s immediate household shall be paid for that part of a day necessary to 

secure help for the disabled person. An employee who elects to remain off duty to 

care for the disabled person instead of securing help shall not receive pay.  (See 

1.13 for definition of “immediate household.”) 

 

8.03 Death in Family 
 

(a) A regular full or part-time employee absent because of death in the 
immediate family or immediate household shall be paid for time off duty for three 
(3) days related  
 
 

to funeral or memorial services. (See 1.12 for definition of “immediate family” and 
1.13 for “immediate household.”) 
  

(b) In the event of death of an employee’s wife, husband, daughter, son, 
mother, father, or Legally Recognized Partner, an employee shall, upon the 
employee’s request, be excused from scheduled time up to an additional five (5) 
unpaid days. Employees may substitute paid time (Vacation, EWD) for these 
excused days. 
 
8.04 Death of Co-Worker or Member of Co-Worker’s Immediate Family or 

Immediate Household 
 

(a) A regular full or part-time employee shall be excused from duty with pay 
when selected to act as a pallbearer for a deceased co-worker or a member of 
the immediate family or immediate household, or one who was closely associated 
in the business. Pay for such absence shall not exceed one-half day. 
 

(b) Conditions of work permitting, a reasonable number of other employees 
may be excused from duty with pay to attend the funeral of a co-worker, member 
of the immediate family or immediate household, or one who was closely 
associated in the business. Pay for such absence shall not exceed two hours. 
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8.05 After Working Substantial Part of Twenty-Four Hour Period 
 

(1) Employee may be excused from duty for a portion of the succeeding day 

in their schedule for the purpose of obtaining needed rest when in the judgment of 

the supervisor it would be desirable from a health and safety standpoint under the 

following circumstances: 
 

(a) when the employee has worked a substantial part of the 
twenty-four hour period prior to the starting time for the next 
scheduled reporting period. 

                   or 

(b) when such work time in (a) above has seriously interfered 
with the employee’s normal sleeping time. 
 

(2) When in the case of a continuing emergency it is necessary in the 
supervisor’s judgment to excuse an employee for needed rest, the employee shall 
receive pay for that part of the excused time which is common to both the normal 
schedule and the rearranged hours of work. 
 

The amount of such excused absence will not count in considering requests for 

excused absence with pay for other reasons. 

 

8.06 Reserved for Future Use 

 

8.07 Quarantine 
 

A regular full or part-time employee quarantined by health authorities because of 
a contagious disease shall be paid during the period of quarantine. 
 
8.08 Medical Examinations 
 

(a) A regular full or part-time employee required by the Company to make a 
trip away from the home station during scheduled working hours for a medical 
examination or treatment in an accident or sickness case shall be paid for the 
necessary time off duty. 
 

(b) A regular full or part-time employee required by the United States 
Government to report at a United States Veterans’ Hospital for a medical 
examination in connection with service disability shall be paid for the necessary 
time off duty. 
 
8.09 Court Witness Duty 
 

A regular full or part-time employee subpoenaed for court witness duty shall be 

paid for the necessary time off duty. 
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8.10 Principal in Court Action 
 

A regular full or part-time employee will be allowed the necessary time off duty to 

be a principal in a court action. Payment for such absence will be determined on 

an individual basis and will be granted to employees who have had little time off 

duty with pay because of sickness or excused absence within the last twelve 

months. 

 

8.11 Jury Duty 
 

A regular or temporary full or part-time employee on jury duty shall be paid their 

normal basic pay during the absence. Employees are obligated to pay to the 

Company all monies received as jury fees. An employee shall not be required to 

report for work any part of a day that the employee reports for jury duty 

 

8.12 Armed Forces Duty 
  

(a) Training and Emergency Duty - Time off with difference in pay shall be 

granted to regular employees who are members of the National Guard or the 

Military Reserve of the Armed Forces under the conditions specified below.  

Difference in pay shall be based on the employee’s regular basic wage, including 

any fixed differentials, less military pay and any deductions required by law. In the 

event that an employee participates in more than one of the training periods 

referred to below, the aggregate pay treatment shall not be applied to more than 

two weeks in any one year. 
 

 

 

(1) Annual Military Training - Employees who are members of 
the National Guard or the Military Reserve of the Armed Forces 
and are called and expected to participate in annual military 
training shall be excused with difference in pay for a period not to 
exceed two weeks in any one year. 
 

(2) Voluntary Training Periods - Employees who are members 
of a reserve component of the Armed Forces and volunteer for 
annual military training, shall be excused with difference in pay for 
a period not to exceed two weeks in any one year. The reservist 
should make every attempt to arrange for a training period at a 
time convenient to the Company. 
 

(3) Special Training Courses - Employees who are members of 
the National Guard or the Military Reserve of the Armed Forces 
and volunteer for specialized training programs conducted at 
regular service training installations shall be granted the necessary 
time off for such purposes as called for under valid orders. When 
an employee is excused for such purposes a leave of absence 
covering the entire period, with difference in pay for the first two  
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weeks, shall be granted. The reservist should make every attempt 
to arrange for a training period at a time convenient to the 
Company. 
 

(4) Emergency Duty - Employees who are members of the 
National Guard or the Military Reserve of the Armed Forces and 
are ordered out for temporary emergency duty shall be excused 
with difference in pay for periods up to a total of two weeks in any 
one year. Absence for such duty will not affect the eligibility of 
these employees for treatment with respect to the training 
programs outlined above. 

 

(b) Occasional Celebrations - A regular full or part-time employee required to 
participate in occasional celebrations such as parades as a member of an active 
military unit shall be allowed the necessary time off duty, but not to exceed one 
day with pay on each such occasion. 
 
8.13 Veterans’ Organization 
 

A regular employee shall not be paid for time off duty to attend conventions as a 

member of a veterans’ organization. A regular full or part-time employee shall be 

allowed the required time off duty, subject to work requirements, to participate in 

special local celebrations or parades as a member of a veterans’ organization, 

but not to exceed one day with pay on such occasion. 

 

8.14 Blood Donors 
 

A regular employee shall be allowed time off duty with pay to act as a volunteer 
blood donor: 
 

(a) to a member of the immediate family, other employees or members of 
their immediate family. 

 

(b) in case of emergency at the request of a physician and other facilities are 
not available. 

 

All other cases shall be treated on their merits. 

 

8.15 Work Certificate 
 

When it is necessary for a new employee to take time off duty to secure a work 
certificate, such time off duty shall be without pay. 
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8.16 Other Excused Absence with Pay 
 

(a) A regular employee shall be allowed time off duty with pay not to exceed 

one day when responsible for making the funeral arrangements for a relative 

other than those in the immediate family. (See 8.03 for immediate family or 

household.) 
 

(b) When in the judgment of the Company conditions of work permit, regular 
employees who have had little time off duty with pay because of sickness or 
excused absence within the last twelve months, may be allowed the necessary 
time off duty with pay not to exceed one (1) day per occasion: 
 

(1) to attend the wedding of a member of the immediate family; 
 

(2) to attend the funeral of a relative or intimate friend not in the 
immediate family or household; 
 

 

(3) to attend to other important personal matters. 
 
8.17 Reserved For Future Use 

 

 

8.18 Excused Work Days 
 

(a) Each regular employee who has at least six months of seniority net 
credited service on January 1 of a calendar year shall be eligible for four Excused 
Work Days with pay and one Excused Work Day without pay during the year. 
 

(b) Employees who do not work on their paid Excused Work Day shall be 
paid for the day as if for a normal or standard day worked (excluding any wage 
incentive or productivity payments) provided they are on the active payroll of the 
Company on that Excused Work Day. 
 

(c) One paid Excused Work Day in each calendar year may be designated 

by the Company for employees in an administrative work group (as designed by 

the Company) or in any larger group, including the entire Company. Employees in 

any such group for which an Excused Work Day is designated by the Company 

and who are not otherwise eligible for a paid Excused Work Day shall be excused 

and paid for such designated day as set forth in Paragraph (a), provided they are 

on the active payroll of the Company on the designated Excused Work Day. 
 

(d) Employees who are on vacation or absent with pay on their paid Excused 
Work Day for reasons other than having observed it as an Excused Work Day 
shall have  

their paid Excused Work Day rescheduled if a vacation day would have been 
rescheduled under the same circumstances. 
 

(e) Employees who are required to work on their Excused Work Day shall 
have that day rescheduled. All hours worked during the employee’s normally 
scheduled hours for that day shall be paid at the rate of time and one-half; all  
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hours worked outside of the normal schedule will be treated at the appropriate 
overtime rate. 
 

(f) Effective January 1, 2005:  

Employees who are eligible for Excused Work Days will select, in vacation 

seniority order, from the time available, their choice of days. These days will be 

selected after all full vacation weeks have been scheduled. Eligible employees 

may schedule the Excused Work Days as “reserve time” through the first full 

calendar week of May of the following year. This “reserve time” is a block of work 

days equal to the total amount of eligible Excused Work Days not specifically 

scheduled. Employees will have the option to utilize Excused Work Days, 

previously scheduled as “reserve time”, in one-half (1/2) day increments subject 

to availability. Any time off not taken by the employee prior to the scheduled 

“reserve time” must be taken during the scheduled “reserve time”: selected by the 

employee. 
 

(g) For Plant, Switching Systems and Support Services, employees may 
utilize two of their existing excused work days in a flexible manner so as to permit 
them to have the ability to take time off in minimum one hour intervals due to 
dependent care and other personal needs. In Outside Craft work groups, excused 
work time in one hour intervals must be taken at the beginning or end of the tour. 
Such time should be scheduled in advance, whenever possible, and will precede 
the granting of unpaid excused absence (AX). 
 
 

(h) For Plant, Switching Systems and Support Services, in addition to the 
two (2) Excused Work Days referenced in 8.18 (g), employees may use a third 
excused workday to take time off in minimum one hour intervals to attend to 
dependent and personal needs if the employee has given supervision at least 
forty-eight (48) hours advance notice and the needs of the business allow the 
time to be taken. In Outside Craft work groups, excused work time in one (1) hour 
intervals must be taken at the beginning or end of the tour. 
 

(i) Effective with the implementation of the one-minute pay system, 

Headquarters and Commercial & Marketing employees may utilize three (3) of 

their existing excused work days in a flexible manner so as to permit them to 

have the ability to take time off in minimum one hour intervals due to dependent 

care and other personal needs. The hours comprising the third “flex” day will be 

granted provided no more than 25% of the work group has already been 

scheduled off. 

 

8.19 Leave of Absence – Other Excused Absence Without Pay 
 

Employees must refer to the SNET Leave of Absence Policy Summary Plan 

Description (“Leave of Absence SPD”) for the specific eligibility requirements that 

must be satisfied for each type of leave, the maximum duration of the leave, the  
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amount of net credited service that will be granted for the period of the leave (if 

any), the continuation of benefit coverage provisions, and job reinstatement 

provisions (if any) that are associated with each type of leave, and any other 

specific terms and conditions of the leave. SNET leaves of absence that are 

covered by state or federal FMLA legislation will run concurrently with the FMLA 

leave. 
 

(a) Departmental Leave – A regular employee shall be allowed time off duty 
without pay to the extent that work requirements permit but not to exceed one 
month. In certain instances, the period of such excused absence without pay may 
be extended beyond one month in which case the total period of absence shall be 
considered as a Leave of Absence under paragraph (b) or (c) below. 
 

(b) Non-Discretionary Leaves – A regular employee shall be allowed time 
off duty without pay for the following purposes, provided all requirements 
described in the Leave of Absence SPD have been met. 
 

(1) Family Care Leaves:  
(a) Anticipated Disability, for an employee who provides medical 
certification of a condition for which medical treatment or surgery has 
been scheduled or the birth of child anticipated to occur during the 
requested Leave period. The leave will end the earlier of: (a) twelve 
months from the start date; or (b) the day prior to the anticipated medical 
treatment, surgery, birth of the child, or the onset of a certified disability 
that is related to the condition for  
which the leave was requested. Employees granted such Leave are 
guaranteed reemployment to the same job or one of similar status and 
pay at the end of the Leave. 
 

(b) Care of Newborn Children, for an employee who has either given 
birth to a child or is the natural father of the child, or effective beginning 
January 1, 2002, is the registered domestic partner of the natural parent 
of the child.  Leave must begin prior to the child’s 4th birthday. In 
instances of multiple births (e.g., twins, triplets), only one such leave will 
be granted. Guaranteed reinstatement to the same job or one of similar 
status and pay for up to 6 months following birth of the baby or the leave 
commencement date whichever is later. Reemployment after that date 
will be guaranteed for up to 12 months from the leave commencement 
date, but not necessarily to the employee’s former job, similar status, or 
pay level. 
 

(c) Care of Adopted Child – for an employee who provides evidence of 
direct association (father or mother, or effective beginning January 1, 
2002, the registered domestic partner of the adoptive parent) with an 
adoptive child under 18 years old (minor child) on the day prior to the 
leave commencement date.  Leave must begin prior to the child’s 4th 
birthday, or within one year from the date of custody if later. Guaranteed  
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reinstatement to the same job or one of similar status and pay for up to 6 
months from the leave commencement date.   
Reemployment after that date will be guaranteed for up to 12 months 
from the leave commencement date, but not necessarily to the 
employee’s former job, similar status, or pay level. 
 

(d) Care of Seriously Ill Child – for an employee who provides 
evidence that they have a minor child with a serious health condition. 
Effective beginning January 1, 2002, this leave is also available for an  
employee who provides evidence that their registered domestic partner’s 
minor child has a serious health condition. Guaranteed reinstatement to 
the same job or one of similar status and pay for up to 6 months from the 
leave commencement date. Reemployment after that date will be 
guaranteed for up to 12 months from the leave commencement date, but 
not necessarily to the employee’s former job, similar status, or pay level. 
 

(e) Care of Seriously Ill Family Member – for an employee who 
provides evidence that they have a member of the immediate family with 
a serious health condition, with a maximum leave period of 12 months 
within any two year period. Effective March 25, 2001, this leave is 
available for a registered domestic partner. Guaranteed reinstatement to 
the same job or one of similar status and pay for up to 6 months from the 
leave commencement date. Reemployment after that date will be 
guaranteed for up to 12 months from the leave commencement date, but 
not necessarily to the employee’s former job, similar status, or pay level. 
 

The following provisions apply to all Family Care Leaves: 
 

▪ An employee must return to work for a minimum of six (6) 
months between successive Family Care leaves; except that 
this requirement shall not apply for Care of Newborn Child 
leaves which commence following an Anticipated Disability 
leave. 

 

▪ Transitional part-time employment for otherwise full time 
employees will be available for up to three (3) consecutive 
months following all Family Care leaves, subject to the 
following conditions:  
 

➢ Work time will be scheduled based on departmental 
policy and business needs; 

➢ Upon return to work, the employee must work a 
minimum of 20 hours; and   

➢ Employee will be paid based on actual (part-time) 
hours worked but will be classified as full time for all other 
purposes. 
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(2) Military or Public Health Services Leave -  in accordance with 
Policies and Procedures - Part 3 of this Contract and all related legislation 
including the Uniformed Services Employment and Reemployment Rights 
Act of 1994. 
 

(3) On-the-Job Accident Disability Leave – for an employee who has 
been injured on the job and provides medical evidence to substantiate 
that they are  

likely to recover sufficiently to perform all of the essential functions of their 
job within a six-month period following their receipt of the maximum 52 
weeks of accident disability benefits under the terms of the SNET 
Disability Benefits Plan. 
 

(4) Public Office Leave – in accordance with state legislation, for 
employees to serve as an elected member to full-time municipal or state 
office, and full-time members of the state’s general assembly; and  
 

(5) Union Business – for employees to attend to union business 
matters on a full-time basis. 
 

(c) Discretionary Leave – an Employee may request a leave of 
absence without pay for the following reasons, and to the extent work 
requirements permit such leave shall be granted provided all 
requirements have been met.  
 

(1) Expiration of Sickness Disability Benefits (for illness or off-
the-job injuries) – for an employee who provides medical evidence 
to substantiate that following their receipt of the maximum 52 
weeks of sickness disability benefits under the terms of the SNET 
Disability Benefits Plan, they need a short additional period of time 
to recover sufficiently to perform all of the essential functions of 
their job. 
 

(2) Ineligibility for Sickness Disability Benefits (for illness or off-
the-job injuries) - for an employee whose disability absence 
extends beyond a period of one month, in cases of ineligibility for 
sickness benefits under the SNET Disability Benefits Plan; and 
 

(3) Personal/Other Reasons – for an employee who requests 

relief from duty and whose services the Company desires to retain. 

 

9.  MISCELLANEOUS 
 

9.01 Training 
 

Training is covered in the Departmental Sections. 
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9.02 Uniforms  
 

1. In order to create a more consistent and professional appearance 
throughout the workforce, customer-facing employees will be issued 
uniforms. A minimum of seven (7) shirts and seven (7) pants will be issued.  
For uniform pants, an option will include wearing pants with twill-type fabric, 
similar to Carhartt pant fabric. Employees may also elect to purchase and 
wear Carhartt-type pants provided they conform to the general color and 
style requirements of pants that are available to employees in the uniform 
program. (This does not include traditional Levi-style “blue jeans” unless 
they become an approved item in the uniform program.) Shirts will be 
labeled with “CWA Local 1298” on the front of the shirt. 
 

2. Uniforms shall be worn so as to have a consistent appearance throughout 
the workforce and may not be altered in any way by employees. 
   

3. The Company will issue replacement uniforms or pieces thereof as they 
become unserviceable due to normal “wear and tear”. Where all or part of a  
uniform is lost or damaged due to an employee’s negligence, the employee 

will be responsible for the cost of replacement.  
  

4. Employees may wear CWA-issued jackets bearing only the CWA 

name/logo instead of the uniform jackets. Employees may wear CWA-

issued shirts bearing only the CWA name/logo, and hats bearing only the 

CWA name/logo, on Thursdays and Union Activity Days only. 

 

9.03 Reserved For Future Use 
 

 

 
9.04 Official and Employee Residence Service 
 

  

An active employee is required to select SNET as his or her provider for local, 
intrastate, and interstate service in order to be eligible for Official Residence 
Telephone Service or Employee Residence Service. 
 

(a) Official Residence Telephone Service 
Local exchange telephone service, including Totalphone, and up to $35.00 in 

intrastate toll shall be furnished without charge to active employees with 25 or 

more years of net credited service. In addition, 20% discount will be extended for 

usage of interstate toll service, international toll service, and other wireline 

services such as Caller ID and Message Works. 
 

(b) Employee Residence Telephone Service 
Local exchange telephone service will be discounted at 50% for active employees 
with less than 25 years of net credited service. In addition, a 20% discount will be 
extended for usage of intrastate toll service, interstate toll service, international 
toll service, and other wireline services such as Caller ID and Message Works. 
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9.05 Solicitation of Contributions 
 

(a) Company-Initiated Solicitation For Welfare Purposes - The Company will 
not initiate the solicitation of contributions among bargaining unit employees, 
except for the Red Cross and local Community Chests. Such solicitations shall be 
made by employees designated by the Union. 
 

(b) Employee-Initiated Solicitations for Welfare Purposes - If employees 
desire to make solicitations for charitable or similar welfare purposes among 
bargaining unit employees during hours of work, permission shall be secured 
through the supervisor. If the purpose of the solicitation is approved, the 
solicitation shall be handled by employees designated by the Union. Sealed 
containers shall generally be used when cash contributions are secured. 
 

(c) Solicitation For Gifts to Supervisors - Employees shall not solicit funds 

for gifts to supervisors or for presents in connection with service emblem awards 

to supervisors. 

 

9.06 Sale of Tickets and Merchandise 
 

(a) Tickets for raffles, entertainment, or for other purposes shall not be 
offered for sale during hours of work. 
 

(b) Orders for candy, Christmas cards, silverware, turkeys, etc., shall not be 
solicited during hours of work, and merchandise for sale shall not be displayed on 
Company property. Deliveries of merchandise purchased by a group of 
employees on such sales made out of hours may be only to the House Service 
department or in the smaller exchanges, to the Business Office. 
  
9.07 Employment Outside of the Company 
 

An employee shall obtain the approval of the Company before engaging in any 

other business or work for compensation, including professional or semi-

professional athletics. 

 

9.08 Habitual Tardiness 
 

Employees who are habitually tardy shall be subject to disciplinary action. 
 

9.09 Health Standards 
 

Employees shall be responsible for maintaining reasonable standards of physical 
and mental health Incapacitated employees must take proper care of themselves 
and have proper treatment. Failure to cooperate with the Company in this respect 
may result in disciplinary action. 
 
9.10 Use of Intoxicating Beverages or Controlled Substances 
 

An employee shall not drink any intoxicating beverage nor unlawfully use (or 

possess) any illegal or controlled substance during working hours, report on the  
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job or drive a car on Company business while impaired due to such use, nor drink 

or use said substance  

on Company property. An infraction of these rules shall make the employee 

subject to disciplinary action. 

 

9.11 Employee Identification 
 

As may be required by law, governmental agencies, or in the public interest, the 
Company shall take necessary steps for the identification of employees as follows: 
 

(a) Require authoritative evidence of the place and date of birth and 
citizenship of the employee and the employee’s parents, and spouse. 
 

(b) Require a sworn statement that an employee is not affiliated with any 
society or party banned by law. 
 

(c) Require the photographing and fingerprinting of employees. 
 

(d) Issue identification cards or badges which employees shall be required 

to carry with them at all times when engaged on Company business.  A penalty of 

$2.00 may be levied in each instance where a card or badge is lost or becomes 

mutilated due to causes other than wear from normal use. 

 

9.12 Return of Company Property 
 

Whenever an employee leaves the service of the Company, all Company 

property shall be returned. In some instances, cash may be collected if the 

articles have been lost or retained. 
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1.  DEFINITIONS 
 

1.01 Overtime 
 

Overtime for employees is: 
 

A.  work time on a day that is not a scheduled working day; 

B.  work time outside scheduled working hours on a scheduled working day; 

C.  work time outside scheduled working hours on a Company-recognized 

holiday which falls on a scheduled working day, 

D.  work time on a Company-recognized holiday that does not fall on a 

scheduled working day. 

 
1.02 Tours 
 

A. Tour of duty means the working hours that an employee is scheduled to 

work in a day. 

B. Holiday Tour means a tour commencing on a Company-recognized Holiday. 

 
1.03 Basic Work Week 
 

Basic work week means the working hours that an employee is scheduled to work 

in a week. 

 

2.  WORK TIME AND SCHEDULING 
 

See 3.17 of General Wage and Working Practice for minimum work time. 

 

2.01 Working Hours 
 

A. General – For employees hired on or after January 1, 2002, the normal 
tour of duty shall be seven and one-half (7½) hours per day, with a scheduled 
lunch break of not less than one-half (1/2) hour, nor more than one (1) hour. The 
basic work week for these employees will be thirty-seven and one-half (37½) 
hours, which will generally be divided into five (5) tours, including holiday tours, 
on any five (5) days of the week. Prior to implementing expanded hours, the 
Company will meet with the Union to review the business strategy and discuss 
scheduling options which will maximize the ability to provide for volunteers for 
such hours. For employees hired prior to January 1, 2002, the scheduled working 
hours generally are between 7:00 A.M. and 6:00 P.M. Monday through Friday 
with from one-half to one hour for lunch but not exceeding a total of seven and 
one-half (7½) hours daily with the following exceptions:  
 

1. In the Information Technology Department where other hours may 
be scheduled but not exceeding the total of seven and one-half (7½) 
hours daily or thirty-seven and one-half (37½) hours weekly. 
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2. In the Support Services Department, Administrative Services 
Division where other working hours from Monday through Saturday are 
scheduled between the hours of 7:00 A.M. and Midnight, but not 
exceeding the total of  
seven and one-half (7½) hours daily or thirty-seven and one-half (37½) 
hours weekly. 

 

3. For the Wholesale and GEM Solutions Center employees where 
the scheduled working hours each day are composed of two (2) 
sessions not to exceed a total of seven and one-half (7½) hours duration 
which is exclusive of a scheduled lunch period of not less than a one-
half (1/2) hour nor more than one hour, and where the scheduled work 
week shall consist of five (5) working days, Sunday through Saturday, 
between the hours of 7:00 A.M. and Midnight, but not to exceed a total 
of thirty-seven and one-half (37½) hours of work. 
 

4. The scheduled work hours for Network Administration Associates 
and Network Translators will be from Sunday through Saturday between 
the hours of 6:00 A.M. and 12:00 A.M. not to exceed a total of seven and 
one-half (7½) hours per day, or five (5) days per week. 
 

5. For AT&T Business Solutions (ABS) employees who work in 
support of customer service activity, i.e., the Select Account Center, 
where other work group working hours from Monday through Friday are 
scheduled between the hours of 7:00 A.M. to 7:00 P.M., but not 
exceeding the total of seven and one-half (7½) hours per day, or five (5) 
days per week, such employees’ hours may be scheduled to be 
compatible with the other work group. 
 

6. General Office Associate employees who support work groups 
where other working hours are scheduled from Sunday through 
Saturday, but not exceeding the total of seven and one-half (7½) hours 
daily or thirty-seven and one-half (37½) hours weekly, such employees’ 
hours may be scheduled up to 9:00 P.M. to be compatible with the hours 
of the work group they support. 
 

7. For Computer Systems Specialists in Network Services where 
other hours from Monday through Saturday are scheduled between the 
hours of 7:00 A.M. and Midnight, but not exceeding the total of seven 
and one-half (7½) hours per day, or five (5) days per week. 
 

B. Scheduling of Basic Work Week and Tours for Full Time Employees: 
Basic work weeks will be assigned to regular full-time employees, giving careful 

consideration to the following: individual preference consistent with work 

requirements, the provision of coverage as required, including coverage on 

Company-recognized holidays and vacations to minimize the amount of overtime 

required. The basic work weeks remaining after assignment of those basic work 

weeks mutually agreed on by employees and supervision shall be by rotation  
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among the remaining employees in the work group in order to provide a fair 

distribution of basic work weeks. The provisions of this paragraph will apply to all 

Headquarters employees except the following: 
 

1. For employees in the Wholesale and GEM Solutions Center, scheduled 
hours will 

be on a voluntary basis or rotation among all employees in the work group 
to provide a fair distribution of hours. Careful consideration will be given to 
individual preference consistent with work requirements. Schedules will be 
posted no less than monthly nor more than quarterly. 
 

2.  For Network Administration Associates and Network Translators, 
scheduling will be done as follows: 

 

Management for each work group will utilize historical and forecasted 
data and customer service demand to determine coverage requirements 
to develop workweek schedules. When coverage requirements are 
determined, workweek schedules will be assigned to qualified 
employees, as determined by management using one of the following 
methods: 

 

a) For each six (6) month period, employees in the work group will 
select, by seniority, a fixed work week schedule or they will be 
assigned to a fixed work week schedule by inverse seniority; or 

 

b) The majority of the employees in the work group will decide on 
one of the following two coverage options: 

 

(1) Rotating of weekly coverage requirements among all 
group members; or 

 

(2) A six (6) month fixed work week schedule selected by 
seniority, with the remainder of coverage requirements shared 
on a rotating basis. 

 

3. For Service Consultants, Service Representatives and Service Order 
Reviewers in AT&T Business Solutions (ABS): 

 

a) An updated seniority list will be posted in each office. 

b) The employees will prepare a preference card or use another 

methodology as determined by the department to indicate their 

choices. All preferences must be submitted before the 1st of the 

previous month to be scheduled, including changes. 

c) Tours will be assigned to the senior employee first, based on 

company net credited service (and then in turn) in order of seniority as 

close to the indicated choice as possible. 

d) Schedules will be posted no later than the 15th of the month for 

the following month. Schedules will be posted no less than monthly 

nor more than quarterly. 
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 4. For Computer Systems Specialists in Network Services, work weeks will 
be assigned to regular full time employees, giving careful consideration 
to  

  individual preference, on a seniority basis, which is consistent with work 
requirements. 

 

C. Employees may swap daily and/or weekly schedules with other qualified 
 employees in the same work group with management approval. 

 

D. Alternate Work Schedules (AWS) may consist of a compressed work week or 
an expanded work week. Management determines the need for such 
coverage hours. AWS options will take into consideration both customer and 
employee needs, as well as departmental staffing and scheduling 
requirements. Employees will be selected for AWS on a senior volunteer 
basis within the work group. Work group is defined as: manager group, by 
title, home station, or job function. AWS may be comprised of the following: 

 

a) Four (4) day work week 
b) Six (6) day work week 
c) Split day tours, on a daily or weekly basis 

 

E. Changes in Scheduled Hours or Days – Where the needs of the business 
require, working hours or days other than the above may be scheduled within 
the week but not to exceed the total daily or weekly working hours under the 
present schedule. Notice of such change shall be given before the close of 
the previous week.  

 

F. Saturday Before Vacation - All employees except those assigned to a fixed 
work week schedule will be granted the Saturday off before their scheduled 
vacation, if so desired. Employees on a fixed work week schedule may swap 
their scheduled Saturday before their vacation with another qualified 
employee in the same work group to obtain the Saturday off before their 
vacation. 

 

G. Lodging Away From Home Station – Employees assigned to lodge away 
from the home station on an overnight basis shall adhere to the 
Headquarters scheduled working hours. 
 

2.02  Changes in Basic Work Week and Tour Assignments 
 

A.      Changes in Basic Work Weeks 
 

1. When it is necessary to make changes in the assignment of basic 
work weeks to individual employees from the posted schedule, such 
changes shall be arranged, and the employees affected notified as far in 
advance as possible.  In no case shall notice of a change of basic work 
week assignment be given later than the close of the first day of the 
preceding week. 
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2. No change in basic work week assignments shall be made for 
periods other than one week or multiples thereof. 
 

B.      Changes in Tours 
 

1. Employees may be changed from day tours to evening or night tours 
(or from evening or night to day tours) to cover regularly assigned tours 
within the basic work week when the needs of the business require.  
Whenever possible 48 hours’ notice shall be given. (For compensation in 
such cases see 3.03(B).)  

 

2. In the event of a surplus declaration which results in a loss of 
employees, the Company shall re-evaluate the tour schedule and 
determine the need to fill vacated tour assignments by the remaining 
employees in the work group. The Company shall first seek volunteers to 
cover the tours; and in the absence of  
such, shall equitably distribute the necessary tours among the remaining 
employees on the tour schedule. 
 

3. A temporary change may be made from a day tour to an evening or 
night tour outside of the basic work week because of business needs. The 
employee whose assigned tour is to be changed shall be notified no later 
than the close of the first day of the tour for the week immediately 
preceding. [For compensation in such cases see 3.03 (B)(3)] 
 

2.03 On-Call Practice 
 

The Company may designate employees to be available on an “on-call” status to 
provide services which may be required. An employee assigned to “on-call” on 
any day, including any Company designated holiday, will receive twenty dollars 
($20.00) for each such designated day. Employees on call shall not be required to 
remain on premises, at home or at any specific location, but shall be readily 
available by telephone and/or other means approved by supervision. Employees 
designated as on-call who are called out to provide services shall receive wage 
treatment in accordance with Paragraph 3.17, Appendix B, Wage and Working 
Practices, General. 
 
3.   WAGE PRACTICES 
 

See Section 4, for holiday wage practices. 

 

3.01 Overtime 
 

A. Compensation 
 

(NOTE:  Overtime will be recorded and compensated in one minute 

increments upon the implementation of payroll system changes necessary 

to effect one-minute time recording practices. These changes will be 

implemented no earlier than January 2015.) 
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1. No compensation shall be allowed for overtime of five (5) minutes or 
less in any day. 
 

2. For employees authorized overtime of more than five (5) minutes 
worked in any one day shall be compensated for as follows: 
 

a.) First eleven hours in a week (except overtime on a Holiday).  
Pay at time and one-half. 
  or 
 

b.) Hours in excess of the first eleven overtime hours in a week 
(except overtime on a Holiday). Pay at double time. 
   or 
c.) Overtime on a Holiday. Pay at double time and one-half. (See 
paragraph 4.02 for instructions on compensation for time worked on 
a Holiday). 
 

 

3. For part-time employees, authorized overtime in excess of 7-1/2 

hours in any one day or 37-1/2 hours in any one week shall be paid for 

at the appropriate overtime rate as provided in paragraph 3.01A.2.  
 

4. Temporary employees will receive payment at time and one-half for 
overtime hours worked after thirty seven and one half (37 1/2) hours. 
 

B.  Computation - When overtime is to be paid for at time and one-half, 

double time or double time and one-half, as appropriate, it shall be expressed to 

the next higher quarter of an hour after computation, for example:  time worked, 

45 minutes x 1 1/2 equals 67.5 minutes and should be expressed as 1.25 hours 

to be paid for; time worked, 75 minutes x 1 - 1/2 equals 112.5 minutes and should 

be expressed 2 hours to be paid for. 

 

3.02 Sunday Work 
 

Regular employees shall be paid time and one-half for scheduled hours worked 

on Sunday. Employees who are excused with pay during scheduled hours on 

Sunday shall be paid at straight time for the excused absence. 

 

3.03 Differentials for Evening and Night Work 
 

A. Differentials for evening and night work shall be paid in accordance with 
Paragraph 3.19 of the General Wage and Working Practices. 
 

B. Temporary Changes in Assignments 
 

1. Change to Evening or Night Tour - An employee temporarily 

assigned to an evening or night tour of duty, shall receive time and one-

half for the changed tour for the first evening or night so worked, and if 

assigned to work continuously thereafter for a period of one evening or  
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night or more shall receive the nightly differential for each evening or 

night so worked. 
 

2.  Change to Day Tour - When the needs of the business require 
that an employee be temporarily changed from an evening or night tour to 
a day tour of duty, without 48 hours’ notice, shall receive time and one-
half for hours worked outside of the normal tour for the first tour changed. 
 

3. Change to an Evening or Night Tour Outside of the Basic Work 

Week – An employee temporarily assigned to an evening or night tour of 

duty outside of the basic work week shall be paid time and one-half for 

the hours outside the  
 

basic work week for the first evening or night so worked, and each night 

following if less than one (1) week. If assigned to work for a period of 

more than one week, the employee shall receive the nightly differential for 

the hours outside the basic work week. When the total hours worked 

within and outside the basic work week hours exceeds eight or seven and 

one-half, appropriate  

overtime treatment shall apply. During such period there shall be no 

compensation for hours not worked within the normal tour of duty. 
 

C. Christmas and New Year's Eves Differentials - Employees scheduled to 

work on Christmas or New Year's Eves (i.e., December 24 and 31) shall be paid 

in accordance with these Practices and in addition, shall be paid a differential of 

one hour's straight-time pay for each hour worked between 6:00 P.M. and 12:00 

midnight. 

 

3.04  Peer Training 
 

The Company may, if business needs require, designate a qualified bargaining 
unit employee to assist in or conduct formal classroom training or provide other 
special training conducted apart from normal working activities. An employee so 
designated may also, if possible, continue to perform their usual work functions 
during such assignments. Management will assign employees to be Peer 
Trainers from a list of solicited volunteers whom the Company determines are 
qualified based on job knowledge within a specific skill set and who are available 
for such assignment. In no event shall such employees assigned as Peer 
Trainers have any involvement in discipline, progression increases, performance 
evaluations or making judgments regarding other employees’ performance, nor 
shall such assigned employees have access to personnel folders, payroll records 
or other personnel-related documents or reports. Employees assigned as Peer 
Trainers will be assigned for no less than one (1) full session nor more than sixty-
five (65) work days during a twelve (12) month period, inclusive of any 
assignments to Performing Support Functions, regardless of the number of 
assignments. An employee assigned as a Peer Trainer will receive a special  
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compensation payment of no more than a total of seven dollars and fifty cents 
($7.50) per session. 
 
4.  HOLIDAY PRACTICES 
 

4.01 General 
 

When a Company-recognized holiday falls on a scheduled working day, all 

regular employees shall be given the day off with pay provided unusual conditions 

do not require that they work on that day.  When the holiday falls on a day that 

such employees are not scheduled to work, they shall be assigned a day off with 

pay, on some other day, generally within their schedule for that week except, that 

if the holiday falls on Saturday, the preceding day, Friday, shall be designated as 

the holiday. The assigned day off will then be considered as the holiday and if 

such employees are required to work on that day, compensation shall be in 

accordance with paragraph 4.02. All part-time employees shall receive holiday 

pay. 
 

4.02 Compensation for Time Worked 
 

A. Full-Time Employees - Full-time employees whether scheduled or called 
in to work during their normal working hours on a Company-recognized holiday 
shall be paid  
at the rate of time and one-half for time worked in addition to the normal day's pay 
for the holiday. Time worked outside of normal working hours shall be paid at the 
rate of double time and one-half whether scheduled or called in. Minimum work 
time shall apply as provided in 3.17 of the General Wage and Working Practices. 
 

B. Part-Time Employees - All part-time regular employees shall receive 

holiday pay. 
 

1. Part-time employees hired prior to January 1, 1981, shall receive 

holiday pay treatment as follows: 
 

a.) If the Company-recognized holiday falls on a day on which 
the employee is normally scheduled to work, the employee shall 
receive holiday pay equal to their normal scheduled hours. If 
required to work on that day the employee shall, in addition, be paid 
holiday premium for the hours worked 
 

b.) If the Company-recognized holiday falls on a day on which 
the employee is normally not scheduled to work, the employee shall 
receive holiday pay equal to 1/5th of their "part-time equivalent 
work week." 
 

2. Part-time employees hired on or after January 1, 1981, shall receive 
holiday pay treatment equal to 1/5th of their "part-time equivalent work 
week." If required to work on that day the employee shall, in addition, be 
paid holiday premium for the hours worked. 
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5.  VACATIONS 
 

See Section 5. of General Wage and Working Practices. 

 

6.  SICKNESS AND ACCIDENT ABSENCES 
 

See Section 6. of General Wage and Working Practices. 

 

7.   EXPENSES 
 

7.01 Meals 
  

A. Full-Time Employees - A full-time employee shall be reimbursed for 
expense of the following meals under the indicated conditions.  (Also see 7.01 (a) 
of General Wage and Working Practices.) 
 

1.   Morning Meal  
Not to exceed two dollars and twenty-five cents ($2.25) – When an 
employee whose tour begins at or prior to 8:00A.M. is required to 
work two (2) hours or more of overtime prior to the start of the tour. 
 

2.    Noon Lunch 
 

a.) Not to Exceed $4.00 - When working away from the home 
station at noon on Company business and returns the same day. 
 

b.) Actual Expense - When working at the home station and 
notice of two or more hours of afternoon overtime is given on the 
same day the overtime is to be worked. 
 

c.) Not to exceed four dollars ($4.00) – When an employee 

whose tour ends at or after 8:00P.M. is called out or assigned to 

work overtime two (2) hours or more before the start of the tour. 
 

3. Supper - Not to Exceed $9.00 when work time extends two hours or 
more beyond the regular schedule closing at the end of the day. 

 

4. All Meals - Actual Expense - When away from the home station 

overnight on Company business except that the cost of meals at the 

assigned location shall not exceed $30.00 per day for three meals 

when arrangements are not made by the Company.  When unusual 

circumstances prevail, appropriate treatment shall be given. 
 

B. Part-Time Employees - Supper - Not to exceed $9 when overtime work 

extends for two (2) hours or more beyond the tour of duty, which does not contain 

a meal break of at least 20 minutes, and work ends at 7 p.m. or later. 
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7.02 Lodging and Commutation 
 

A. General 
 

1. In connection with overnight assignments away from the home 

station, an employee shall lodge, or commute as determined by the 

supervisor based on work requirements, cost to the Company and the 

distance to be traveled. 
 

2. An employee assigned to lodge away from the home station on an 
overnight basis or during a temporary transfer shall be reimbursed for 
lodging expense. 
 

B. Lodging With Relatives or Friends - An employee working away from the 
home station who elects to lodge with a relative or friend in the working area, in 
preference to a hotel or boarding house, shall be reimbursed for lodging expense 
incurred but not to exceed 75% of the regular rates prevailing in that locality and 
for all actual meal expense incurred. 
 
7.03 Transportation 
  

An employee called from home for duty at the reporting center for a period not 

continuous with scheduled working hours, shall be reimbursed for transportation 

expense.  (See 7.03 of General Wage and Working Practices.) 

 

8.   EXCUSED ABSENCE  
 

See Section 8. of General Wage and Working Practices 

 

9.   MISCELLANEOUS 
 

9.01 Training by Seniority  
 

All training will be done on a senior volunteer basis.  In the absence of senior 

volunteers, inverse seniority will apply by work group. 
 

A.   Work group will be defined as:  Manager group, by title, home station, or 
job function. 

 

B.    When all job holders are to receive the same training over a limited 

period of time, seniority may be waived after discussion and mutual 

agreement is reached between management and the appropriate Chief 

Steward. 
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1.  DEFINITIONS 
 
1.01 Overtime 
 

Overtime for employees is: 
 

A. work on a day that is not a scheduled working day; 

B. work time outside scheduled working hours of a scheduled working day; 

C. work time outside scheduled working hours on a Company-recognized 

holiday which falls on a scheduled working day; 

D. work time on a Company-recognized holiday that does not fall on a 

scheduled working day. 

 
1.02 Tours - Retail Sales and Centralized Retail Sales Support Personnel 

only. 
 

A. Tour of duty means the basic hours that an employee is scheduled to 

work in a specific day, evening or night. 

B. Holiday tour means a tour commencing on a Company-recognized 

holiday. 

C. Sunday tour means a tour commencing on Sunday. 

 
1.03 Basic Work Week - Retail Sales and Centralized Retail Sales Support 
Personnel only. 
 

Basic Work Week means the full work week that an employee is scheduled 
consisting of basic days and total basic hours with day, evening or night 
designations. 
 
2.01 WORK TIME AND SCHEDULING 

 
2.02 Working Hours 

 

 

A.    General – For employees hired on or after January 1, 2002, the normal tour 
of duty shall be seven and one-half (7½) hours per day, with a scheduled lunch 
break of not less than one-half (1/2) hour, nor more than one (1) hour. The basic 
work week for these employees will be thirty-seven and one-half (37½) hours, 
which will generally be divided into five (5) tours, including holiday tours, on any 
five (5) days of the week. Prior to implementing expanded hours, the Company 
will meet with the Union to review the business strategy and discuss scheduling 
options which will maximize the ability to provide for volunteers for such hours. 
For employees hired prior to January 1, 2002, the scheduled working hours each 
day are composed of two (2) sessions not to exceed a total of seven and one-half 
(7½) hours duration which is exclusive of a scheduled lunch period of not less 
than a one-half (1/2) nor more than one hour. The scheduled work week shall 
consist of five (5) work days Monday through Friday between the hours of 7:00  
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A.M. and 7:00 P.M. not to exceed a total of thirty-seven and one-half (37½) hours 
of work except: 

 

1.     For Service Representatives and Service Order Specialists in the 
Consumer Services Group, the scheduled work week shall consist of five 
(5) work days Monday through Saturday between the hours of 7:00 A.M. 
and 9:00 P.M. Monday through Friday and between the hours of 8:00 
A.M. and 5:30 P.M. on Saturday not to exceed a total of thirty-seven and 
one-half (37 ½) hours work effective June 1, 1987. 
 

Assignments to evening, holiday or Saturday tours will be made in the 
following order: 
 

a) Volunteers 
b) Temporary Employees 
c) Employees going to title October 26, 1986, or later 

 

2.     For Service Representatives in the Emerging Product Center (EPC), 
as well as the All Distance Specialists in the All Distance Specialist 
Group, the scheduled work week shall consist of five (5) work days 
Monday through Saturday between the hours of 7:00 A.M. and 9:00 P.M. 
Monday through Friday and between the hours of 8:00 A.M. and 5:30 
P.M. on Saturday not to exceed a total of thirty-seven and one-half (37½) 
hours of work, excluding an unpaid meal break of up to one hour per day. 
 

3.     Saturday as a Normal Day (SAND) – All employees in Small 

Business Solutions Centers (SBSCs) in AT&T Business Solutions (ABS) 

can volunteer for SAND scheduling. The scheduled working hours are 

between 7:00 A.M. and 7:00 P.M. Monday through Friday and 8:00 A.M. 

– 5:00 P.M. on Saturday. 
 

4. Retail Sales and Centralized Retail Sales Support Personnel: The 
scheduled working hours each day are composed of two (2) sessions 
not to exceed a total of seven and one-half (7½) hours duration 
which is exclusive of a scheduled lunch period of not less than one 
half-hour (1/2) or more than one hour. The scheduled work week 
shall consist of five (5) work days Sunday through Saturday, between 
the hours of 7:00 A.M. and Midnight, not to exceed a total of thirty-
seven and one-half (37½) hours of work. A retail sales employee is 
one who works in a Marketing Response Center (MRC), 
Telemarketing Center and any equivalent retail sales operation. A 
centralized retail sales support employee is one whose job functions 
provide direct support to retail sales operations. 

5. For Repair Service Specialist: the company may, at its discretion, 
include Sunday tours in the Scheduling of the RSS titled employees. 
Sunday tours will be scheduled between the hours of 8:00am and 
5:30pm. All other provisions of the 2015 Repair Service Specialist 
Job Title MOA will remain unchanged.  
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B.      Scheduling of Basic Work Week and Tours for Full Time Employees: 
 

1. For Service Representatives and Service Order Specialists in the 
Consumer Services Group: 
 

a) An updated seniority list will be posted in each office. 
 

b) The employees will prepare a preference card to indicate their 
choices. All cards must be submitted before the 1st of the previous 
month, including changes. 
 

c) Tours will be assigned to the senior employee first, based on 
company net credited service (and then in turn) in order of seniority 
as close to the indicated choice as possible. 
 

d) Swapping of tours will be permitted on a daily and/or weekly 
basis. 
 

e) All employees will be granted the Saturday off before their 
scheduled weekly vacation, if so desired. 
 

f) Schedules will be posted no later than the last Monday 
preceding the month to be scheduled. 
 

g) On a voluntary basis by seniority employees may select one of 
the following Alternate Work Week Schedule (AWS) tours. Alternate 
Work Schedules (AWS) may consist of a compressed work week or 
an expanded work week. AWS options will take into consideration 
both customer and employee needs, as well as departmental staffing 
and scheduling requirements. AWS may be comprised of the 
following: 
 

(1) Four (4) day work week 
(2) Six (6) day work week 
(3) Split day tours, on a daily or weekly basis 

 

2. For Service Representatives in the Small Business Solutions Center 
(SBSC) in AT&T Business Solutions, the above preference of hours 
process will be followed except that schedules will be posted no more 
than quarterly and no less frequently than monthly. Schedules will be 
posted no later than the 15th of the month preceding the period to be 
scheduled. 
 

3. SAND Scheduling – All SAND schedules will be scheduled according 
to office requirements by net credited service date, most senior volunteer 
first and will rotate to the least senior volunteer for a period of no less than 
three (3) months or no more than twelve (12) months. All SAND 
schedules will include a Saturday. The Saturday before a scheduled 
vacation week will be scheduled off, if so desired. 
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4. For Full Time Employees in Retail Sales and Centralized Retail 
Support Personnel, scheduling and assigning basic work weeks shall be 
done as follows: 
 

a) An updated seniority list will be posted in each office. 
 

b) The employees will prepare a preference card to indicate their 
choices. All preferences must be submitted before the 1st of the 
previous month or quarter to be scheduled, including changes. 
 

c) Tours will be assigned to the senior employee first, based on 
company net credited service (and then in turn) in order of seniority 
as close to the indicated choice as possible. 
 

d) All employees will be granted the Saturday off before their 
scheduled weekly vacation, if so desired. 
 

e) Schedules will be posted no later than the 15th of the month for 
the following month or quarter. Schedules will be posted no more 
than quarterly and no less frequently than monthly. Schedules will be 
posted no later than the 15th of the month preceding the period to be 
scheduled. 
 

5. For Part Time Employees in Retail Sales and Centralized Retail 
Support, scheduling and assigning basic work weeks shall be done 
as follows: 
 

a) Part Time Employees will be scheduled to supplement the daily 
tour schedule as required.  
  

b) On the preparation of schedules and the assignment of basic 
work weeks to Part Time employees, careful consideration shall 
be given to individual preference which is consistent with work 
requirements and agreeable to the employee group involved as 
well as the following: 

 

1. The provision of coverage as required, including 
Saturdays, Sundays, company-recognized holidays and 
vacations without resorting to overtime. 
 

2. The provisions of a sufficient force to care for peak 
workloads with a minimum of overtime. 
 

3. The rotation of basic work weeks among employees in 
each group to provide a fair distribution of desirable and 
undesirable working hours within the group. 
 

4. The selection of basic work week assignments for weeks in 
which a Company-recognized holiday falls on any day from 
Monday to Friday inclusive, so that a regular tour of duty 
on the holiday is scheduled for each employee. 
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5. All employees will be granted the Saturday off before their 
scheduled weekly vacation, if so desired. 

 6.    For Repair Service Specialist Group:  
 a)   An updated seniority list will be posted in each office. 

b)  The employees will prepare a preference card to indicate their 
choices. All cards must be submitted before the 1st of the 
previous month, including changes. 

c)  Tours will be assigned to the senior employee first, based on      
company net credited service (and then in turn) in order of 
seniority as close to the indicated choice as possible.  

d)  Swapping of tours will be permitted on a daily and/or weekly 
basis. 

e)   All employees will be granted the Saturday off before and the 
Sunday after their scheduled weekly vacation, if so desired.  

f)   Schedules will be posted no more than quarterly and no less       
frequently than monthly. Schedules will be posted no later than 
the 15th of the month preceding the period to be scheduled.  

g)   On a voluntary basis by seniority employees may select one of 
the following Alternate Work Week Schedule (AWS) tours. 
Alternate Work Schedules (AWS) may consist of a compressed 
work week or an expanded work week. AWS options will take 
into consideration both customer and employee needs, as well 
as departmental staffing and scheduling requirements. AWS 
may be comprised of the following:  

 

  (1) Four (4) day work week 
  (2) Six (6) day work week 
  (3) Split day tours, on a daily or weekly basis 
 

* Saturday and Sunday tours will be scheduled together when possible 
* There will be no blackouts on vacation availability on weekends 

 

C. Changes in Scheduled Hours or Days:  
 

Where the needs of the business require, working hours or days other than the 

above may be scheduled within the week but not to exceed the total daily or 

weekly working hours under the present schedule. Notice of such change shall be 

given before the close of the previous week. 

 

2.02 Changes in Basic Work Week and Tour Assignments 
 

A. Changes In Basic Work Weeks 
 

1. When it is necessary to make changes in the assignment of 

basic work weeks to individual employees from the posted schedule,  
 

such changes shall be arranged, and the employees affected, notified as 

far in advance as possible. In no case shall notice of a change of a basic 
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 work week assignment be given later than the time specified in the 

following: 
 

a) In the case of changes necessitated by absences due to 
sickness or accident, or to sickness or death in the immediate 
family or household, or to authorized meetings of employee 
representatives, each employee whose assigned basic work 
week must be changed shall be notified not later than the close 
of the Thursday of the basic work week immediately preceding. 
 

b) In the case of changes necessitated by unforeseen peak 

workloads, vacations, etc., the employees whose assigned basic 

work  
 

week is to be changed shall be notified not later than the close of 

the first day of the basic work week immediately preceding. 
 

2. No change in basic work week assignments shall be made for 

periods other than one week or multiples thereof. 
 

B. Changes In Tours 
 

Employees may be changed from day tours to evening or night tours (or from 
evening or night to day tours) to cover regularly assigned tours within basic work 
weeks when the needs of the business require. Whenever feasible, 48 hours’ 
notice shall be given. (For compensation in such cases see 3.03.)  
 
2.03 On-Call Outside of Normal Scheduled Hours  
 

The Company may designate Service Representatives and Service Consultants in 

AT&T Business Solutions as well as All Distance Specialists in the Consumer 

Services Group to be available on an “on-call” status to provide services that may be 

required. An employee assigned to “on-call” on either a daily basis or on a Company 

designated holiday will receive twenty dollars ($20.00) for each such designated 

day. Employees on-call shall not be required to remain on premises, at home or at 

any specific location, but shall be readily available by telephone and/or other means 

approved by supervision. Employees designated as on-call who are called out to 

provide services shall receive wage treatment in accordance with Paragraph 3.17, 

Appendix B, Wage and Working Practices, General. 

 

 

3.  WAGE PRACTICES 
 

See Section 4, for holiday wage practices. 

 

 

 



 COMMERCIAL & MARKETING 

189 
 

 

3.01 Overtime 
 

A. Compensation 
 

(NOTE:  Overtime will be recorded and compensated in one minute increments 

upon the implementation of payroll system changes necessary to effect one-

minute time recording practices. These changes will be implemented no earlier 

than January 2015.) 
 

1. No compensation shall be allowed for overtime of five (5) minutes 
or less in any day. 

 

2. For employees authorized overtime of six (6) minutes or more 
worked in any one day shall be compensated for as follows: 

 

a) First eleven hours in a week (except overtime on a Holiday), 
pay at time and one-half. 

or 

b) Hours in excess of the first eleven overtime hours in a week 
(except overtime on a Holiday), pay at double time. 

or 
 

c) Overtime on a Holiday, pay at double time and one-half.  

(See Paragraph 4.02, for instructions on compensation for time 

worked on a Holiday.) 
 

3. For part-time employees. Authorized overtime in excess of 7 1/2 
hours in any one day or 37 1/2 hours in any one week shall be paid 
for at the appropriate overtime rate as provided in 3.01 A 2 above. 

 

4. Temporary employees will receive payment at time and one-half 

for overtime hours worked after thirty-seven and one-half (37 1/2) 

hours of work time as appropriate in any one week. 
 

3.02 Sunday Work 
 

Employees shall be paid time and one-half for scheduled work on Sunday.  
Employees who are excused with pay during scheduled hours on Sunday shall 
be paid at straight time for the excused absence. 
 
3.03 Differentials for Evening and Night Work (The provisions under this 
paragraph do not apply to part-time retail personnel hired on or after January 1, 
1981.) 
 

A. Differentials for evening and night work shall be paid in accordance with 
Paragraph 3.19 of the General Wage and Working Practices. 
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B. Temporary Changes In Assignment 
 

1. Change to Evening or Night Tour.  An employee temporarily 
changed to an evening or night tour of duty, shall receive time and one- 
 
 

half for the changed tour for the first evening or night so worked, and if 
assigned to work continuously thereafter, for a period of one evening or 
night or more, shall receive the nightly differential for each evening or 
night so worked. 

 

a) An employee who is temporarily changed from day to 

evening or night tours of duty without the notice required for a 

basic work week  

change to take the place of one previously so assigned, shall 

receive time and one-half for the changed tour the first night and if 

assigned to work continuously thereafter, for a period of one night 

or more, shall receive the nightly differential for each night so 

worked.  During such a period there shall be no compensation for 

hours not worked within the normal tour of duty. 
 

b) An employee who is temporarily changed from day to 
evening or night tours of duty without the notice required for a basic 
work week change because of unforeseen workload, special 
assignment, etc., shall receive time and one-half for hours worked 
outside of the normal tour for each tour changed; when the total 
hours worked within and outside the normal tour exceed seven and 
one-half, overtime treatment shall apply. During such a period 
there shall be no compensation for hours not worked within the 
normal tour of duty. 
 

2. Change to day tours - When the needs of the business require that 
an employee be temporarily changed from an evening or night tour to a 
day tour of duty, without 48 hours’ notice, that employee shall receive 
time and one-half for hours worked outside of the normal tour for the first 
tour changed. 
 

C. Time Off, Illness, Vacation 
 

1. Regular Assignments - When the employees who are on regular 
evening or night assignments have time off by permission or because of 
illness or vacation, they shall receive the differential if the time off is paid 
for.  If the time off is not paid for, the differential for that week will be paid 
on a nightly basis, in accordance with the table under Paragraph (c,2) 
below for the nights on which the employee works. 
 

2. Rotating or Temporary Assignments - When employees on a 
rotating evening or night assignment or those on a temporary assignment 
are off by permission or because of illness or vacation, they shall not  
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receive the differential. Such employees shall be entitled to the differential 
when excused from duty on a Company-recognized holiday. 
 

 

Table of Payments 

For employees receiving a basic The amount of nightly differential 

weekly salary of shall be (For eligible part-time  

 employees, adjust in proportion to  

 scheduled hours) 
       

$90.00 or less $1.80 

Over $90.00 10% of basic daily wage rate. 

 

D. Christmas And New Year's Eves Differentials 
 

Employees scheduled to work on Christmas or New Year's Eves (i.e., December 

24 and 31) shall be paid in accordance with these Practices and in addition, shall 

be paid a differential of one hour's straight-time pay for each hour worked 

between 6:00 PM and 12:00 midnight. 
 

3.04 Peer Training 
 

The Company may, if business needs require, designate a qualified bargaining 

unit employee to assist in or conduct formal classroom training or provide other 

special training conducted apart from normal working activities. An employee so 

designated may also, if possible, continue to perform their usual work functions 

during such assignments. Management will assign employees to be Peer 

Trainers from a list of solicited volunteers whom the Company determines are 

qualified based on job knowledge within a specific skill set and who are available 

for such assignment. In no event shall such employees assigned as Peer 

Trainers have any involvement in discipline, progression increases, performance 

evaluations or making judgments regarding other employees’ performance, nor 

shall such assigned employees have  
 

access to personnel folders, payroll records or other personnel-related 

documents or reports. 
 

Employees assigned as Peer Trainers will be assigned for no less than one (1) 

full session nor more than sixty-five (65) work days during a twelve (12) month 

period, inclusive of any assignments to Performing Support Functions, regardless 

of the number of assignments. An employee assigned as a Peer Trainer will 

receive a special compensation payment of no more than a total of seven dollars 

and fifty cents ($7.50) per session. 
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4.  HOLIDAY PRACTICE 
 

4.01 General 
 

When a Company-recognized holiday falls on a scheduled working day, all 

regular, full-time employees shall be given the day off with pay provided unusual  

conditions do not require that they work on that day. When the holiday falls on 

Saturday and such employees are not scheduled to work on that day, the 

preceding day, Friday, shall be assigned as the day off with pay. The assigned 

day off will then be considered as the holiday and if such employees are required 

to work on that day, compensation shall be in accordance with 4.02 below. All 

part-time employees shall receive holiday pay. 

 

4.02 Compensation 
 

A. Full-Time Employees - Full-time employees, whether scheduled or 
called in to work during their normal working hours on a Company-recognized 
holiday shall be paid at the rate of time and one-half for time worked in addition to 
the normal day's pay for the holiday. Time worked outside of normal working 
hours shall be paid at the rate of double time and one-half whether scheduled or 
called in. Minimum work time shall apply as provided in 3.17 of General Wage 
and Working Practices. 
 

B. Part-Time Employees - All part-time employees shall receive holiday pay. 

1. Non-Retail and Retail part-time employees hired prior to January 1, 

1981, shall receive holiday pay treatment as follows: 
 

a) If the Company-recognized holiday falls on a day which the 
employee is normally scheduled to work, the employee shall  
receive holiday pay equal to their normal scheduled hours. If 
required to work on that day the employee shall, in addition, be 
paid holiday premium for the hours worked. 
 

b) If the Company-recognized holiday falls on a day on which 
the employee is normally not scheduled to work, the employee 
shall receive holiday pay equal to 1/5th of their "part-time 
equivalent work week." 
 

2. Non-Retail and Retail part-time employees hired on or after 

January 1, 1981, shall receive holiday pay treatment equal to 1/5th of 

the "part-time equivalent work week." If required to work on that day the 

employee shall, in addition, be paid as follows: 
 

a) Non-Retail Employees - holiday premium for hours worked. 
 

b) Retail Employees - one (1) hours pay (straight) for each 

hour worked. 
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5.   VACATIONS 
 

See Section 5. of General Wage and Working Practices. 

 

6.   SICKNESS AND ACCIDENT DISABILITIES 
 

See Section 6. of General Wage and Working Practices. 
 

7.   EXPENSES 
 

7.01 Meals 
 

A. Full-Time Employees - A full-time employee shall be reimbursed for 

expense of the following meals under the indicated conditions:  (Also see 7.01 (a) 

of General Wage and Working Practices.) 
 

1. Noon Lunch 
 

a) Not to exceed $4.00 when working away from the home 
station at noon on Company business and returns the same day. 
 

b) Actual Expense 
 

(1) When working away from the home station and work 
time extends one hour or more beyond the day's schedule 
ending with the morning session. 
 

(2) When working at the home station and notice of two or 
more hours of afternoon overtime is given on the same day 
that the overtime is to be worked. 
 

c) When an employee whose tour ends at or after 7:00P.M. is 

called out or assigned to work overtime two (2) hours or more 

before the start of the tour. 
 

2. Supper - Not to exceed $9.00 when work time extends two hours or 
more beyond the regular schedule closing at the end of the day. 
 

3. All Meals - Actual Expense - When away from the home station 
overnight on Company business. 
 

B. Part-Time Employee - Supper - Not to exceed $9 when overtime work 

extends for two (2) hours or more beyond the tour of duty, which does not contain 

a meal break of at least 20 minutes, and work ends at 7 p.m. or later. 
 

7.02  Lodging and Commutation 
 

A. General 
 

1. In connection with overnight assignments away from the home 
station, an employee shall lodge or commute as determined by the  
 



 COMMERCIAL & MARKETING 

194 
 

 

supervisor based on work requirements, cost to the Company and the 
distance to be traveled. 

 

2. An employee assigned to lodge away from the home station on an 

overnight basis or during a temporary transfer shall be reimbursed for 

lodging expense. 
 

B. Lodging with Relatives or Friends - An employee working away from the 
home station who elects to lodge with a relative or friend in the working area, in 
preference to a hotel or boarding house, shall be reimbursed for lodging expense 
incurred but not to exceed 75% of the regular rates prevailing in that locality and 
for all actual meal expense incurred. 
 
7.03 Transportation 
 

A. An employee called from home for duty at the reporting center for a 

period not continuous with scheduled working hours, shall be reimbursed for 

transportation expense. (See 7.03-7.07 of General Wage and Working Practices.) 

 

8.   EXCUSED ABSENCE 
 

See Section 8. of General Wage and Working Practices. 

 

9.   MISCELLANEOUS 
 

9.01  Training by Seniority 
 

All training will be done on a senior volunteer basis. In the absence of a senior 

volunteer, inverse seniority will apply by work group. 
 

A. Work group will be defined as: Manager group, by title, home station, or 
job function. 

 

B. When all job holders are to receive the same training over a limited 

period of time, seniority may be waived after discussion and mutual 

agreement is reached between management and the appropriate 

business agent. 

 

 

9.02    Reserved for Future Use 
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Support Services -  

Field and District 
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1.    DEFINITIONS 
 

1.01 Reserved for Future Use 

 

1.02 Craft Employees 
 

The term "craft employees" as used in these practices applies to all employees in 
titles previously covered by the CS Wage Progression schedules, and additionally 
to the title Maintenance Administrator. 
 
1.03 Holiday Pay 
 

Holiday pay is straight-time pay for a holiday tour irrespective of any 

compensation for work time. 

 

1.04 Overtime 
 

 

Overtime for employees is work time outside of a tour or trick.  For employees 
classified as temporary employees, overtime is work time in excess of forty hours 
of work time in one week.  
 

1.05 Tours 
 

(a) Tour of duty means the basic hours that an employee is scheduled to 
work in a specific day, evening or night. 

 

(b) Holiday Tour means a tour commencing on a Company-recognized 
holiday. 
 

(c) Sunday Tour means a tour commencing on Sunday. 
 
1.06 Trick 
 

Trick means an employee’s scheduled work week. 

 

2.   WORK TIME AND SCHEDULING 
 

See 3.17 of General Wage and Working Practices for minimum work time. 
 

 

2.01 Construction, Equipment and Switching Field Forces 
 

Employees will not be required to work more than ten (10) hours of overtime per 
week from June 1 through October 31, in any payroll week except in case of 
emergency, long term service difficulties, or unless the employees consent to 
such overtime. The remainder of the year employees will not be required to work 
more than eight (8) hours of overtime in any payroll week except in case of 
emergency, long term service difficulties, or unless the employees consent to 
such overtime.  
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Part-time employees shall be required to work a prorated percentage of the 
mandatory requirement as indicated below: 
 

24 – 29 hours/week  75% 
17 – 23 hours/week  50% 
9 – 16 hours/week  25% 
8 or less hours/week  0% 
 

(a) Tours and Basic Work Weeks – General - The normal tour of duty for 
construction, equipment and switching systems craft field forces and Maintenance 
Administrators shall be eight (8) hours, and for office and clerical employees shall 
be seven and one-half (7½) hours. 
Forty hours or thirty-seven and one-half as appropriate, divided normally into five 
tours for any five days of the week, shall constitute a basic work week for these 
forces. However, in order to secure adequate coverage over the entire week to 
safeguard the service under normal conditions, it is necessary to arrange the 
hours of work for certain occupations in fixed basic work weeks covering more 
than five days of the week, but such basic work weeks shall not be for more than 
forty, or thirty-seven and one-half hours, as appropriate, nor shall any tour of such 
basic work weeks be for less than four or three and one-half hours respectively. 
 

(b) Scheduling and Assigning Basic Work Weeks 
 

(1) Cable Splicing, Equipment and Switching Systems Forces - In 
order that the necessity of adequate coverage may be met as uniformly 
as possible in all cases, basic work weeks are established for all 
equipment, switching systems and cable splicing forces, based on the 
requirements of the business. Equipment and switching systems force 
basic work weeks vary with exchanges and are set up on charts, 
showing the days of the week and the hours of the day comprising each 
basic work week to be applied in each exchange. Basic work weeks for 
cable splicing forces are set up on a chart. For equipment and switching 
systems forces the local supervisor shall designate the basic work week 
to be worked. The Supervisors responsible shall prepare a schedule of 
basic work weeks assignments for a minimum of the two (2) ensuing 
months for each labor group under their direction. For cable splicing 
forces the immediate splicing supervisor shall designate the basic work 
weeks to be worked. In the preparation of schedules and the assignment 
of basic work weeks to employees, careful consideration shall be given 
to individual preferences which is consistent with work requirements and 
agreeable to the employee group involved, as well as to the following: 
 

(a) The provision of coverage as required, including Saturdays, 
Sundays, Company-recognized holidays and vacations without resorting 
to overtime. 
 

(b) The provision of a sufficient force to care for peak workloads with 
a minimum of overtime. 
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(c) Work Schedules  
 

(1) Basic work week schedules will be developed by each 
work group utilizing historical and forecasted data to determine 
coverage requirements. Once coverage requirements are known, 
work week schedules will be assigned to qualified employees by 
management using one of the methods set forth below. Voluntary 
trick study teams may be used to develop the work schedule to 
meet the coverage requirements that have been determined by 
management. Historical and forecasted data will be made 
available semi-annually to the Vice Presidents Plant-CWA Local 
1298 as soon as practical. Work schedules will be in accordance 
with below paragraph (a) for center operations work groups. For 
other workgroups, each work group will select option (a) or (b) by 
a majority vote. 
  

(a) For each schedule, employees in the work group will 

select, by seniority, a fixed work schedule, which may 

include Alternative Work Schedules (AWS), or they will be 

assigned to a fixed work week schedule by inverse 

seniority; or 
 

(b)     The majority of the employees in the work group will 
decide on one of the following two (2) coverage options: 

 

▪ Rotating of weekly coverage requirements 
among all group members; or 
 

▪ Selecting by seniority from the available fixed  
work week schedules, which may include Alternative 
Work Schedules (AWS), based on coverage 
requirements, with the remainder of the coverage 
requirements shared on a weekly rotating basis. 
 

(2) Employees in all work groups may swap daily and/or 

weekly schedules with other qualified employees in the same 

work group. 
 

 (3) Employees hired or transferred into plant job titles between 

August 8, 1992, and September 17, 1998, who were assigned or 

who selected a fixed work week schedule can choose to remain on 

that schedule unless they transfer or, they may change their current 

schedule by participating in the regular scheduling process used by 

their work group as described above. 
 

(d) The selection of trick assignments for weeks in which a 
Company-recognized holiday falls on any day from Monday to Friday 
inclusive, so that a regular tour of duty on the holiday is scheduled for 
each employee. 
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(3) The scheduled trick for Plant Equipment, Switching Systems and 
Construction Craft field occupations not covered by published trick charts shall be 
eight hours per day between 7:00 A.M. and 5:00 P.M. from Monday to Friday 
inclusive unless notice of a change is given as prescribed in 2.05. 

 

(4) Office and Clerical Employees in Plant Equipment and Switching Systems 
organizations shall be scheduled for seven and one-half hours per day from 
Monday to Friday inclusive unless notice of change is given as prescribed in 2.05. 

 

(5) Alternate Work Schedules (AWS) may consist of a compressed work 

week or an expanded work week.  AWS options will take into consideration both 

customer and employee needs, as well as departmental staffing and scheduling 

requirements. 
 

Lunch Periods 
 

(1) Generally, tours of duty of seven and one-half or eight hours duration, as 

appropriate, shall be divided into two equal sessions, with a one-half hour unpaid 

lunch break between sessions. When it is impractical to divide the tour, because 

of the necessity for continuous coverage, employees may be required to eat on 

the job during the assigned tour and in such circumstances, they will be paid for 

working through lunch and will be given two 15 minute paid breaks. For 

employees authorized by the supervisor to work through lunch, the end of their 

normal tour of duty will be shortened by one half-hour. 
 

(2) Employees scheduled to work a tour ending after 8:00 PM will work 7 

1/2 or 8 hours, as appropriate, and will be allowed a one half hour paid meal 

break. 

 

2.02  Reserved For Future Use 

 

2.03 Support Services 
 

Tours and Tricks - Working hours for full-time field forces are arranged in tricks of 
forty hours, or thirty-seven and one-half hours for those Office and Clerical 
employees covered by the Wage Progression Schedules. Tricks are divided into 
five tours of eight hours each, or seven and one-half hours each as appropriate 
for the clerical forces, for any five days of the week. 
 
2.04 Network Services 
 

Tours and Tricks - The tour of duty for the title of Plant Analyst covered by the 
Wage Progression Schedules shall be seven and one-half hours generally 
scheduled between 8 AM and 5 PM. Management may designate tricks which will  
be divided into five tours of seven and one-half hours each for any five days of 
the week. 
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2.05 Changes in Trick and Tour Assignments 
(a) Changes in Tricks 
 

(1) When it is necessary to make changes in the assignment of tricks 
to individual employees during the six months' schedule, such changes 
shall be arranged, and the employees affected notified as far in advance 
as possible. In no case shall notice of a change of trick assignment be 
given later than the time specified in the following: 

 

(a) In the case of changes necessitated by absences due to 
sickness or accident, or to sickness or death in the immediate 
family or household, or to authorized meetings of employee 
representatives, each employee whose assigned trick must be 
changed shall be notified not later than the close of the last day of 
the trick for the week immediately preceding. 
 

(b) In the case of changes necessitated by unforeseen peak 

workloads, vacations, etc., the employee whose assigned trick is to 

be changed shall be notified not later than the close of the first day 

of the trick for the week immediately preceding. 
 

(c) In the event of a surplus declaration that results in a loss of 

employees, the Company shall re-evaluate the trick schedule and 

determine the need to fill vacated trick assignments by the 

remaining employees in the work group. The Company shall first 

seek volunteers to cover the tricks; and in the absence of such, 

shall equitably distribute the necessary tricks among the remaining 

employees on the trick schedule. 
 

(2) No change in trick assignments shall be made for periods other 
than one week or multiples thereof. 

 

(b) Change in Tours 
 

In crafts and clerical jobs having established evening or night tours, employees 
with those titles, in any location, may be changed from day tours to evening or 
night tours (or from evening or night tours to day tours) within the assigned trick 
when the needs of the business require. Whenever possible, 48 hours’ notice 
shall be given. For compensation in such cases see 3.01 (b). Compensation for 
evening or night assignments involving crafts and clerical jobs not normally 
scheduled for such assignments is covered in 3.01 (c). 
 
2.06 Work in Inclement Weather 
 

In inclement weather work under shelter shall be assigned so far as possible.  

Regular employees shall not lose pay provided they report for duty and perform 

such work as may be assigned to them. Temporary employees shall be 

compensated provided they are assigned to work. 
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2.07 On-Call Practice 
 

The Company may designate employees, on a weekly basis, (Tuesday 8:00 A.M. 
to Tuesday 8:00 A.M.), to be available in an “on-call” status to provide services 
which may be required. An employee designated as “on-call” shall receive one 
hundred forty ($140.00) dollars for each week so designated. An employee 
assigned to “on-call” on either a daily basis or on a Company designated holiday 
will receive twenty ($20.00) dollars for that day. 
 

Employees “on-call” shall not be required to remain on premises, at home or at 
any other specific location, but shall be readily available by telephone and/or 
other means approved by supervision.  
 

Employees who are excused from “on-call” or who are absent because of illness 
will have their “on-call” allotment reduced by the appropriate rate for each day or 
Holiday that they are unable to perform the “on-call” duty. 
Employees who have secured supervisory approval to substitute for employees 
unable to perform the “on-call” function because of excused absence or illness 
will receive the appropriate rate for each day or Holiday they are on an “on-call” 
status. 
 

Employees designated as “on-call” who are called-out to provide services shall 
receive wage treatment in accordance with Paragraph 3.17, Appendix B, WWP, 
General. 
 

2.08 Overall Overtime Administration 
 

The Company will distribute overtime as fairly as practicable over the course of a 
year using the following administration process: 
 

a. Scheduled overtime will be assigned based on a current year to date 
department/manager overtime list, which will show the number of total overtime 
hours, including callout hours, by each employee. Scheduled overtime is work 
assigned in advance to be done on an overtime basis. In such situations, the non-
scheduled employees on the list who have the lowest cumulative overtime hours 
will be asked first to do the overtime work, provided the employee has the ability, 
as determined by the supervisor. 
 

b. Unscheduled overtime (end of day) will be handled first by employees who 
are already on duty and have the ability, as determined by the supervisor. 
 

c. Call outs - The procedure described above for scheduled overtime (a) will 
be followed; however, only those employees who have indicated their availability 
for the week will be called. 
 

d. The Company shall not use employees from job titles outside the Plant 
section of the contract to perform job functions regularly assigned to employees 
within the Plant section of the contract without prior discussion between the 
Company and the Union. 
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EXCEPTIONS: There are current exceptions to using the overtime list including 
the following: Property or life threatening (i.e., Pole on vehicle), Fire alarms in the 
central office, fiber restoration and job continuity. Other exceptions may include 
procedures agreed to locally such as work assignment by a crew and/or area.  
(i.e., Splicing/Construction). 
 
 

NOTE:  There is no change to existing overtime lists or selection processes within 
Network Switching. 
 

3.   WAGE PRACTICES 
 

 See Section 4, for holiday wage practices. 

 

3.01 Differentials for Evening And Night Work 

(a) Differentials for evening and night work shall be paid in accordance with 

Paragraph 3.19 (a), (b), (c) and (d) of General Wage and Working 

Practices. 
 

(b) Temporary Changes in Assignment - Non-Exempt Employees 
 

(1) Change to Evening or Night Tour - An employee who is 

temporarily changed from day to evening or night tours of duty without 

the notice required for a trick change to take the place of one previously 

so assigned, shall receive time and one-half for the changed tour the 

first night and if assigned to work continuously thereafter for a period of 

one night or more shall receive the nightly differential for each night so 

worked. During such a period there shall be no compensation for hours 

not worked within the normal tour of duty. 
 

(2) An employee who is temporarily changed from day to evening or 

night tours of duty without the notice required for a trick change because 

of unforeseen workload, special assignment, etc., shall receive time and 

one-half for hours worked outside of the normal tour for each tour 

changed; when the total hours worked within and outside the normal tour 

exceed eight, or seven and one-half for Plant Equipment and Switching 

Systems Office and Clerical employees, overtime treatment shall apply 

to the hours exceeding eight or seven and one-half as appropriate.  
 

 

During such a period there shall be no compensation for hours not 

worked within the normal tour of duty. 
 

(3) Change to Day Tour - An employee who is temporarily changed 

from an evening or night tour to a day tour of duty, without notice 

required for a trick change to take the place of one previously so  
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assigned, shall receive time and one-half for hours worked outside of the 

normal tour for the changed tour the first day. 
 

(4) An employee who is temporarily changed from an evening or 

night tour to a day tour of duty without the notice required for a trick 

change because of unforeseen workload, or special assignment shall 

receive time and one-half for hours worked outside of the normal tour for 

each tour changed. 
 

(c) Employees in Jobs Not Having Established Evening or Night Tours - 

When employees in positions other than those with established evening 

or night tours are required to work tours of duty any part of which falls 

between the hours of 7:00 P.M. and 6:00 A.M. for a period of more than 

one week, and the duration of the assignment is known before the start 

of the job, they shall receive the nightly differential for each night 

worked. If the assignment is for one week or less, or the duration of the 

assignment is not known to be beyond one week at the start of the job, 

time and one-half shall be paid for the hours outside the normal tour of 

duty. When the total hours worked within and outside the normal tour 

exceeds eight, or seven and one-half, appropriate overtime treatment 

shall apply to the hours exceeding eight or seven and one-half, as 

applicable. During such a period there shall be no compensation for 

hours not worked within the normal tour of duty. 
 

(d) Christmas and New Year's Eves Differentials - Employees scheduled to 

work on Christmas or New Year's Eves (i.e., December 24 and 31) shall 

be paid in accordance with these Practices, and in addition, shall be paid 

a differential of one hour's straight-time pay for each hour worked 

between 6:00 P.M. and 12:00 midnight 
 

 

3.02 Holiday Tours 
 

For work time during holiday tours non-exempt employees shall be paid at the 

rate of time and one-half. 

 

3.03 Overtime 
 

(NOTE:  Overtime will be recorded and compensated in one minute increments 

upon the implementation of payroll system changes necessary to effect one-

minute time recording practices. These changes will be implemented no earlier 

than January 2015.) 
 

(a) Full-Time Regular Employees 
 

(1) Compensation - For all Plant job titles - No compensation shall be 

allowed for overtime which does not exceed fifteen minutes. When 
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overtime extends beyond fifteen consecutive minutes it shall be 

compensated for as indicated: 
 

(a) First eleven overtime hours per week - Pay at time and 

one-half except on holidays pay at double time and one-half. 

or 

(b) In excess of eleven overtime hours per week - Pay at 

double time, except on holidays pay at double time and one-half. 

or 

(c) On a Holiday - Pay all overtime at double time and one-

half. 
 

(2) Computation - When overtime is to be paid for at time and one-

half, double time or double time and one-half, as appropriate, it shall be 

expressed to the next higher quarter of an hour after computation, for 

example: time worked 45 minutes X 1-1/2 equals 67.5 minutes and 

should be expressed as 1.25 hours to be paid for; time worked, 75 

minutes X 1-1/2 equals 112.5 minutes and should be expressed as 2 

hours to be paid for. 
 

(3) After Reporting Off Duty - When an employee is required to work 
overtime after reporting off duty but before leaving the premises or the 
adjacent thoroughfare, payment shall be at the appropriate overtime rate 
from the time the employee reported off duty until the end of the 
overtime assignment. However, if the employee has left the premises or 
the adjacent thoroughfare, the conditions relating to minimum work time 
as provided in 3.17 of the General Wage and Working Practices shall 
apply. 
 

(b) Part-Time Employees - Overtime compensation shall be paid to part-

time employees as follows: 
 

 (1) Up to seven and one-half, seven and three-quarters or eight 

hours of work time in one day, as appropriate, or thirty-seven and one-

half, or forty hours of work time in one week (excluding holidays) - pay at 

straight time. 

or 

(2) First eleven overtime hours in excess of seven and one-half, 
seven and three quarters or eight hours of work time in one day, as 
appropriate, or thirty-seven and one-half, thirty-eight and three-quarters 
or forty hours of work time in one week (excluding holidays) pay at time 
and one-half. 

or 
 

(3) In excess of eleven, time and one-half or double time and one-

half hours of overtime work in one week - pay at double time. (See 4 

below.) 
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   or 

(4) On a holiday - Overtime beyond seven and one-half, seven and 
three-quarters or eight hours of work time, as appropriate, pay at double 
time and one-half. 
 

(c) Temporary employees will receive payment at time and one-half for 
overtime hours worked after forty (40) hours of work time in any one 
week. 

 
3.04 Special Compensation 
 

(a) Performing Support Functions - See 3.22 of the General Wage and 

Working Practices. 
 

(b) Outside Plant Technician Acting As Head of Construction Gang - When 

a construction unit of more than three Outside Plant Technicians is to be without 

a supervisor for a session, an Outside Plant Technician shall be assigned to act 

as the responsible head of the unit during this absence. On such occasions this 

Outside Plant Technician shall be paid special compensation of seven dollars and 

fifty cents ($7.50) per session for such duty. 
 

(c) Outside Craft Employees Assigned As Instructor - When an Outside 

Craft employee other than one normally engaged in training other employees is 

assigned as an instructor in an approved plant school held in quarters separate 

from those in which normal plant operations are being performed, a special 

compensation of seven dollars and fifty cents ($7.50) per session shall be paid for 

such duty. 
 

The assignment to instructor will be made on a rotational basis by seniority from 
those employees who volunteer and who the Company determines are qualified 
and available for such assignment. 
 

(d) Inside Craft and Clerical Assigned As Peer Trainer - The Company may, 
if business needs require, designate a qualified bargaining unit employee to 
assist in or conduct formal classroom training or provide other special training 
conducted apart from normal working activities. An employee so designated may 
also, if possible, continue to perform their usual work functions during such 
assignments. Management will assign Peer Trainers from a list of solicited 
volunteers whom the Company determines are qualified based on job knowledge 
with a specific skill set and who are available for such assignment. An employee 
assigned as a Peer Trainer will receive a special compensation of no more than a 
total of seven dollars and fifty cents ($7.50) per session. 
 

Employees will be assigned for no less than one full session nor more than sixty-
five (65) work days per assignment.  In no case shall an employee be assigned 
for a total of more than sixty-five (65) work days in a twelve (12) month period, 
inclusive of any assignments to Performing Support Functions, regardless of the 
number of assignments. 
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In no event shall such assigned employee have any involvement in discipline, 

progression increases, performance evaluations or making judgments regarding 

other employees’ performance, nor shall such assigned employee have access to 

personnel folders, payroll records or other personnel-related documents or 

reports. 

 

3.05 Reserved for Future Use 

 

3.06 Reserved for Future Use 

 

3.07 Sunday Tours 
 

For work time during Sunday tours, employees shall be paid at the rate of time 

and one-half. Employees who are scheduled to work a Sunday tour but who are 

excused with pay shall be paid at straight time. 

 

4.   HOLIDAY PRACTICES 
 

4.01 Regular Full-Time Employees 
 

(a) Holiday Falling On Any Day Monday Through Friday - Trick assignments 
for weeks in which a Company-recognized holiday falls on any day from Monday 
to Friday inclusive, shall provide for a tour of duty on the holiday for each regular 
full-time employee. The holiday shall be the equivalent of the longest tour in the 
employee's trick for the holiday week. All such employees shall be y, but only 
those necessary to meet the needs of the business shall be required to work. 
However, if an employee is absent without permission on the scheduled working 
day immediately preceding or following such a holiday, the employee shall not be 
paid for the holiday, unless the circumstances are such as to warrant a 
recommendation by the supervisor for payment. 
 

(b) Holiday Falling on Saturday - When a Company-recognized holiday falls 

on Saturday, holiday treatment shall be accorded those employees who are 

scheduled for coverage on that day. For all other eligible employees, the 

preceding day, Friday or Thursday for such employees scheduled Sunday 

through Thursday shall be the designated holiday. Should an employee be  
 

required to work on the designated holiday, compensation shall be in accordance 

with paragraph (c) which follows: 
 

(c) Work on Holiday Within Trick - When according to the needs of the 

business a regular employee is scheduled to work the tour of duty on a holiday 

which falls within the assigned trick for the week, the employee shall receive pay 

at time and one-half for work time within the tour in addition to holiday pay and 

double-time and one-half for work time outside of the tour. If, after reporting for 

duty, an employee desires to be excused for any part of a tour, such time shall be  
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granted without pay, conditions of work permitting. If it is subsequently necessary, 

at any time within the tour, to recall an employee so excused, compensation shall 

be as follows; time and one-half for the actual time worked after being recalled, 

during hours within the tour, and double time and one-half for the actual time 

worked outside of the tour. In such cases minimum time shall not apply as in the 

case of a callout, nor shall the travel time occasioned thereby be classified as 

work time. However, if called out at a time beyond the normal tour, the conditions 

relating to minimum work time as provided in 3.17 of General Wage and Working 

Practices shall apply. 

 

4.02 Reserved for Future Use 

 

4.03 Reserved for Future Use 

 

4.04 Part-Time Employees 
 

All part-time employees shall receive holiday pay. 
 

(1) Part-time employees hired prior to January 1, 1981, shall receive holiday 

pay treatment as follows: 

(a) If the Company-recognized holiday falls on a day on which the 

employee is normally scheduled to work, the employee shall receive 

holiday pay equal to their normal scheduled hours. If required to work on 

that day the employee shall, in addition, be paid holiday premium for the 

hours worked. 

(b) If the Company-recognized holiday falls on a day on which the 

employee is normally not scheduled to work, the employee shall receive 

holiday pay equal to 1/5th of their "part-time equivalent work week." 

 

5.   VACATIONS 
 

See Section 5. of General Wage and Working Practices. 
 
5.01    Vacations 
 

All employees except those assigned to a fixed work week schedule which 
includes Saturday as part of the basic work week will be granted the Saturday off 
before their scheduled vacation, if so desired. Employees on a fixed work week 
schedule which includes Saturday as part of the basic work week may swap their 
scheduled Saturday before their vacation with another qualified employee in the 
same work group to obtain the Saturday off before their vacation. 
 
6.   SICKNESS AND ACCIDENT ABSENCES 
 

See Section 6. of General Wage and Working Practices. 
 



  PLANT 

210 
 

6.01 Short Period Sickness 
 

(a) Regular Full-Time Employees shall receive payment for time off duty 
occasioned by short period sickness in accordance with Paragraph 6.01 of 
General Wage and Working Practices. 
 

(1) Regular Part-Time Employees shall receive payment for time off 
duty occasioned by short period sickness under the conditions specified 
below. (Also see paragraph 6.01 (c).) 

 

(a) More Than One But Less Than Two Years' Service - Shall 

receive normal pay for five scheduled working days during their 

service year; in each case of sickness, payment to begin after the 

second consecutive full day of absence due to sickness on 

scheduled working days. 
 

(b) Two But Less Than Five Years' Service - Shall receive 

normal pay for ten scheduled working days during their service 

year; in each case of sickness, payment to begin after the first full 

day of absence due to sickness on scheduled working days. 
 

(c) Five or More Years' Service - Shall receive normal pay for 

ten scheduled working days during their service year; in each case 

of sickness, payment to begin on the first day of absence due to 

sickness on scheduled working days. 
 

In no case shall short period sickness payments be made for that portion of the 

absence which extends one full day or more beyond seven consecutive calendar 

days. Such absence shall be classified as extended illness. (See 6.02 of General 

Wage and Working Practices.) 
 

(b) Payments Based on Scheduled Hours - short period sickness payments 

for absence due to illness on a scheduled working day will be based on the 

number of work hours scheduled for that day. 
 

 

(c) Consideration of Payment For Absence Beyond Ten Days - It is 

understood that consideration will be given to payment for necessary incidental 

sickness absence beyond ten days in a service year, where the circumstances 

warrant. Important factors in such cases would be the past record of attendance 

and the length of service. 
 

 (d) A Company-recognized holiday is treated as a day of sickness when: 
 

(1) the holiday falls on a scheduled working day on which the 
employee is required to work and is absent because of sickness on 
that day. 
 

(2) the holiday falls on a scheduled working day on which the 
employee is not required to work and is absent because of  
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sickness on the entire afternoon or session of the scheduled 
working day preceding and the entire morning or session of the 
scheduled working day following the holiday. 
 

(e) No deduction shall be made from the short period sickness allowance of 

an employee for sickness on a Company-recognized holiday, temporary layoff, 

excused absence, or leave of absence during the year; but a change shall be 

made in the service year on which it is computed, in cases where all or part of the 

absence is not credited. 

 

7.  EXPENSES 
 

7.01 Meals 
 

(a) Craft Full-Time Employees (Refer to 7.01 (b) for Full-Time Employees 
other than Craft and 7.01 (c) for part-time employees; also see 7.01 (a) of 
General Wage and Working Practices). 
 

Meal expenses are not an allowance but are intended only to reimburse 
employees for such expenses incurred up to amounts indicated below. Meal 
expenses shall not be granted in any case when employees are allowed sufficient 
time off duty to go home for their meals. When meals are paid for, time off duty 
occasioned thereby shall not be paid for. 
 

(1) Noon Lunch - Not to Exceed $4.00 
 

(a) When overtime work extends for two hours or more beyond 
the day's schedule which was to end with the morning session. 
 

(b) When notified after the normal tour of duty of the preceding 
day that they will be required to work on a day on which they are 
scheduled not to work. 
 

(c) When an employee whose tour of duty includes a lunch 
period of one hour or more and who normally goes home to lunch 
when working at the home station, is assigned to work away from 
the home station. 
 

 

(d) When assigned to and participating in off the job (away 
from the normal reporting center) formal training where the 
schedule includes a lunch period. In addition, reimbursement will 
be allowed at an employee's regular reporting center when the 
training is being concurrently attended by employees from other 
reporting centers. 

(e) When an employee whose tour ends at or after 8 P.M. is 
called out or assigned to work overtime two (2) hours or more 
before the start of the tour. 
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(2) Supper - Not to Exceed $9.00 
 

(a) When overtime work extends for two (2) hours or more 
beyond the end of the tour of duty. 
 

(b) When overtime worked on a non-scheduled day is ten (10) 

or more hours and work ends at 7 P.M. or later. 
 

(3) Midnight Lunch - Not to Exceed $1.00 - When assigned to a day 
tour and required to work overtime from the end of the normal tour 
continuously beyond midnight. 
 

(4) Morning Meal After All Night Overtime - Not to Exceed $2.25 - 
When assigned to a day tour and required to work overtime from the end 
of the normal tour continuously beyond midnight and the work is to 
continue beyond 6:00 A.M. 

 

(b) Full-Time Employees Other Than Craft (Refer to 7.01 (a) for 
Full-Time Craft Employees and to 7.01 (c) for part-time employees; 
also see 7.01 (a) of General Wage and Working Practices.) 
Meal expenses shall not be granted in any case when employees 
are allowed sufficient time off duty to go home for their meals. 
When meals are paid for, time off duty occasioned thereby shall 
not be paid for. Employees other than craft shall be reimbursed for 
reasonable meal expense incurred subject to the conditions and 
limitations indicated below. 
 

(1) Noon Lunch 
(a) When working at their home stations, only in 
case of overtime work extending for two hours or more 
beyond the day's schedule which was to end with the 
morning session and notice of such overtime is given 
during the morning session. 
 

(b) When working away from their home stations at 
noon not to exceed $4.00. 
 

(c) When an employee whose tour ends at or after 
8:00 P.M. is called out or assigned to work overtime 
two (2) hours or more before the start of the tour. 
 

(2) Supper - Not to Exceed $9.00 - When overtime work 
extends two hours or more beyond the tour of duty. 
 

(c) Part-Time Employees - Supper- Not to exceed $9 when 
overtime work extends for two (2) hours or more beyond the tour of 
duty, which  

does not contain a meal break of at least 20 minutes, and work 
ends at 7 P.M. or later. 
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7.02 Lodging and Commutation 
 

(a) Selection of Commutation or Lodging Plan - When employees (except 
Temporary) are assigned temporarily away from their home stations to work or 
attend a training class, the supervisor shall estimate the cost of lodging and 
commuting and shall authorize either of the Plans, as covered in paragraphs (b) 
and (c) following, after careful consideration of the needs of the business and 
economy. 
 

(b) Commutation Plan - When employees are authorized to commute daily, 
they shall be entitled to: 

 

(1) Meal Expense - In accordance with 7.01 of these Practices; 
 

(2) Transportation Expense - In accordance with 7.03 of General 
Wage and Working Practices;  
 

(3) Travel Time - In accordance with 2.01 (b), (2) and 2.02 of General 
Wage and Working Practices.  
 

(c) Lodging Plan - When employees are authorized to lodge away from their 
home stations they shall be entitled to: 

 

(1) Cost of lodging at the assigned location; 
 

(2) Cost of meals at the assigned location not to exceed $30.00 per 
day for three meals when arrangements are not made by the Company.  
When unusual circumstances prevail, appropriate treatment shall be 
given; 

 

(3) Transportation expense at the beginning and end of the 
assignment; 
 

(4) Travel time at the beginning and end of the assignment; 
 

(5) Travel time and travel expense for a trip to the home station and 
return to the job on weekends when the assignment is for more than one 
week and the Company prefers that lodging and meal expense shall 
cease over weekends; 
 

(6) The following expenses when, at their own initiative, they return to 
their homes at weekends and holidays, provided they return to the job 
prior to the starting time on the next work day and the board and lodging 
expense ceases during their absence: 
 
 

(a) Supper at the close of the last work day before the 
weekend or holiday and breakfast the beginning of the next work 
day provided these meals are procured at the board location. 
(Meals on the way from and to the board location shall not be paid 
for by the Company); 
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(b) An allowance for transportation at public utility fare rates, 
from the job to home and return, but not in excess of the fare from 
job to home station and return. 
 

(7) Authorization to return to their homes daily in preference to lodging 
if they so prefer and the conditions of work permit, provided the cost of 
travel time will not exceed the cost of the lodging plan. If the cost of travel 
time is less than the cost of the lodging plan the difference shall be 
applied toward reimbursement for expenses as provided in the 
commutation plan, reference 7.02 (b), but no expense shall be paid in 
excess of this amount. 
 

(8) The privilege of electing to lodge with a relative or friend in the 
area in which they are working in preference to a hotel or boarding house. 
In such cases employees shall be reimbursed for lodging expense 
incurred but not to exceed 75% of the regular rate prevailing in that 
locality, and for actual meal expense not to exceed $25.00 per day for the 
three meals. 
 

(9) Continuation of board and lodging expenses when absent from 
duty because of accident or sickness disability for a period not to exceed 
one week. If the disability continues for a longer period than one week: 
 

(a) employees shall return to their home station if possible and 
board and lodging expenses shall cease;  
 

(b) if the disability is of such a character that employees are unable 

to return to their home station, board and lodging expenses will 

continue until the employees are able to return home or resume 

regular duties. 

 

8.   EXCUSED ABSENCE 
 

See Section 8. of General Wage and Working Practices. 
 
9.   MISCELLANEOUS 
 

9.01 Accident Prevention 
 

(a) Teaching Safety In Performance of Work - The safety of the employee is 
of first importance to the Company and every employee, particularly new 
employees, shall be taught the safe way to perform their work, not only by the 
supervisor, but also fellow employees. 
 
 

(b) An Environment, Health and Safety Guide has been prepared to give 
employees a thorough knowledge of the causes of accidents and the manner in 
which they may be avoided. This Guide shall be available to each Plant 
employee, and they shall familiarize themselves with the rules relating to their 
occupation as quickly as possible. 
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(c) Pole Climbing - Employees who are required by the nature of their job to 
climb poles shall be instructed in safe methods of climbing regardless of whether 
their assignment requires work aloft steadily or only occasionally. Employees 
shall not be assigned to work aloft until they have demonstrated ability to climb 
before a qualified instructor, who shall certify the fact to the office of the Plant 
Supervisor - Training. 
 

(d) First Aid/CPR - All employees in Outside Plant Work shall pass First 
Aid/CPR certification during initial training. 
 

(e) Outside Work in Severe Weather Conditions - Certain work directly 
concerned with service to the public, such as repair and appointment installation 
work, must be done even when weather conditions are sufficiently severe to stop 
other types of work. Severe weather conditions will be determined by the 
Company. The Company will consider heavy rain and/or heavy snow and/or 
excessive cold/hot weather. However, the Company will not require employees to 
be exposed to prolonged periods of extreme cold without sufficient warm-up time.  
Outside work will not be assigned when conditions are so severe that the work 
cannot be done safely. When assigned to such work in wet weather employees 
will be supplied with coats, hats, and boots, if required. 
 
9.02 Tools 
 

(a) Issuance of Tools - Tools used by individual employees, including 
mechanics, shall be issued directly to and signed for by them; other tools, such as 
those usually used in common by groups of employees, will be issued to and 
signed for by the supervisor. 
 

(b) Lost Tools - An employee generally shall not be expected to reimburse 
the Company for lost tools, provided the facts are reported immediately to the 
supervisor and the loss did not result from undue negligence. 
 

(c) Employees shall reimburse the Company for the present value of lost 
tools if: 
 

(1) the loss results from undue negligence; 
 

(2) the employee's record indicates a frequent loss of tools in the past; 
 

(3) the loss has not been reported promptly upon discovery. 
 

(d) The present value shall be determined by the immediate supervisor and 
approved by the director. Ordinarily one-half the original cost of the tools shall be 
collected; however, if it is the opinion of the local supervisor that circumstances 
warrant doing so, an increase or reduction in this amount may be recommended. 
 

9.03 Work Clothes 
 

The Company will provide for furnishing and laundering work clothes for Motor 
Equipment Inspector-Maintainers. 
 

See also Section 9.02 of General Wage and Working Practices. 
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9.04 Training 
 

1. All training courses will be designated as either required Core training or 
Specialized training. 
 

Core training will be designated for all training which, based on work load volume 
requires greater than 75% of the employees in a work group to be trained. All 
other training will be designated as Specialized. Changes in technology and 
market demand may move training courses from Specialized to Core training and 
vice versa. 
 

2.  All company required Core training will be done on a senior volunteer, 

inverse seniority basis by work group. 
 

(a) A work group will be defined as a manager group by title by home 
station. 
 

(b) For an employee to be eligible for training being offered any 
required prerequisite training should be successfully completed. 
 

(c) Training will be completed on a pass/fail basis. An employee who 
does not meet the passing requirement or elects not to attend a training 
course will go to the end of their respective training seniority list for the 
course.  

 

(d) When all job holders are to receive the same training over a limited 
period of time, seniority may be waived after discussion and mutual 
agreement is reached between management and the appropriate Chief 
Steward. 
 

3. Specialized training will be scheduled for employees based on business 
needs, work assignments, customer requirements and reporting center.  
Supervisors will select employees for specialized training based on established 
selection criteria and make an effort to distribute Specialized training within the 
work group in a fair and equitable manner consistent with the above 
requirements. In a situation where Specialized training is limited and a choice 
must be made between two or more employees who meet the selection criteria 
equally, the selection will be made on the basis of seniority. For job titles in which 
Specialized training is designated, the selection criteria for specialized training will 
be established and communicated to the employees on that job title. 
 

4. For each employee in a job title in which Specialized training is 
designated, a Training and Development review will be conducted annually in 
February and reviewed with appropriate Chief Steward upon completion. 
 

5.      On an annual basis in work groups in which Specialized training is 

designated, the responsible Director-Network Services/Managers, Business 

Agent(s)-Plant/Chief Stewards as appropriate will meet to review and discuss 

Core versus Specialized training curricula, and selection criteria for Specialized 

training. 
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9.05 Reserved for future use 
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1.  General 
 

Whenever the Company determines it appropriate to create a new job title in the 

Bargaining Unit or restructure an existing Bargaining Unit job title, it shall notify 

the President of the Union in writing. Restructure, for purposes of this Appendix, 

shall be limited to those situations in which the duties of an existing Bargaining 

Unit job title are so significantly changed by the Company that the associated job 

specification document (“Job Spec”) no longer reflects the major functions of the 

restructured job. The notification shall include the job title, the new job spec for 

the job title, and the initial Wage Schedule for the job title. The initial Wage 

Schedule shall be classified as temporary until finalized as described below. 

 

2.  Staffing 
 

Following the notice to the Union, the Company may proceed to staff the 

Bargaining Unit job title. 

 

3.  Review and Finalization 
 

The Union shall have the right, within thirty (30) days from receipt of notice from 

the Company, to initiate negotiations concerning the initial Wage Schedule 

established as temporary by the Company. 
 

a) If negotiations are not so initiated within thirty (30) days as outlined 
above, the temporary designation shall be removed, and the Wage 
Schedule will be final. If negotiations are so initiated, and agreement is 
reached between the parties within sixty (60) days following the receipt of 
notice from the Company, at the beginning of the next bi-weekly payroll 
period the agreed upon Wage Schedule shall replace the Wage Schedule 
designated as temporary. 
 

b) If negotiations are so initiated and the parties are unable to reach 
agreement within sixty (60) days following receipt of notice from the 
Company, the issue of an appropriate Wage Schedule shall be subject to 
a binding mediation process. A mediation conference shall be held as 
soon as possible following the conclusion of negotiations but no later than 
ninety (90) days from receipt of notice from the Company. 
 

1) If agreement is reached in the mediation process, at the 
beginning of the next bi-weekly payroll period the agreed upon Wage 
Schedule shall replace the Wage Schedule designated as temporary. 
 

2) If no agreement is reached in the mediation process, each party 
shall submit a final proposed permanent Wage Schedule to the mediator 
at the conclusion of the mediation conference. The mediator shall 
determine which of the final submissions is appropriate, taking into 
account the facts, discussions and arguments presented by the parties 
during the conference. At the beginning of the next bi-weekly payroll  



  NEW JOB TITLE 

233 
 

 
 
period the Wage Schedule designated by the mediator shall replace the 
Wage Schedule designated as temporary. Retroactive payment will be 
made if required. 
 

3) c) The mediator used in the mediation processes referred to in 
Paragraph b) above shall be selected by mutual agreement of the 
parties from a list of mediators compiled by the American Arbitration 
Association. Such individuals on the list shall possess acknowledged 
expertise in the area of job evaluation. The parties will split the cost of 
the mediator 
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Policies and Procedures 
 

Part 1 
 

TRANSFER PLAN 

 

I. General 
 

A. This Transfer Plan specifies procedures to be followed in the handling of 

bargaining unit advancements, laterals and downgrades to jobs in the same or 

different departments within the Company and its subsidiaries. An advancement 

is considered to be a move to another bargaining unit job title with a higher 

maximum basic rate of pay than the employee's present job. A lateral move is a 

move to the same job title in a new location or a different job title with the same 

maximum basic rate of pay. A downgrade is a move to another job with a lower 

maximum basic rate of pay. 
  

B. Employees shall have access to available bargaining unit jobs within the 

Company, as posed on the web site. 
 

C. 1. All employees may make requests for consideration to any 

bargaining unit job in any location provided they have met minimum residency* on 

their present title and location and have not been moved at their own request.  
  

2. An employee may submit an unlimited number of bids for transfer. A 

bid shall relate to one open requisition for a specific title in a specific location. 
 

   3. Title to title location changes may be requested prior to fulfilling the 
residency requirement. The minimum length of time on location is twelve (12) 
months for a sixteen (16) month residency requirement, and fourteen (14) months 
for a twenty-eight (28) month residency requirement.  For purposes of this section 
only, movement between the title Service Representative (B01245) and the title 
Service Representative - Spanish Center (B01271) shall be considered as “title to 
title” location changes and shall be subject to the residency provisions of this 
paragraph. 
* Residency is fourteen (14) or twenty-eight (28) months depending on Job 
Classification in Appendix A. 
 

4. Upgrade request(s) on file will be considered after six (6) months for 
employees who have met the residency requirement for that title and 
subsequently changed location title to title. New requests will be considered after 
12 months. 

 

D. There shall be a 1-week “posting” of open vacancies for all Company-
defined entities, in the Transfer Bureau process. This “posting” period will allow 
bargaining unit employees to bid for open jobs before candidate lists are drawn 
by the Transfer Bureau to fill the vacancies. The “posting” period will run on a 7 - 
day basis. Key process elements of this “posting” process will be as follows: 
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1. The Transfer Bureau will “post” the job vacancies received over the 
previous seven days on the Staffing Web Site: //frontier.com/careers2.  
 

2. Jobs will be “posted” for one calendar week. 
 

3. Employees will have 24/7 access to the web site for bidding on open 
vacancies.  
 

4. Following the closing of the job posting, the Transfer Bureau will draw 
candidate lists for all of the vacancies “posted.” The candidate lists will 
be comprised of bids for the “posted” jobs. 
 

5. The Staffing Web Site replaces current dial-in, toll-free, Job Posting 
number.  
 

6. Responsibility to stay current on “posted” jobs will rest with the employee 
(there will be no other postings of these vacancies). 
 

7. The Transfer Bureau will secure supervisory approval for bids submitted 
for “posted jobs”. 
 

8. All other normal Transfer Bureau rules will remain in place (e.g., 
residency, seniority, qualifications, selection procedures, etc.). 
 

E. To enable entities, such as Business Units and Departments to effectively 
utilize their existing forces, lateral intradepartmental force rearrangements may be 
made, on a permanent transfer basis, senior volunteer or inverse seniority based 
on the seniority net credited service date anywhere within the following Company 
defined entities: 
 

AT&T Business Solutions 

Consumer Group 

Customer Information Services 

Human Resources 

Information Technology 

Network Services 

Purchasing and Logistics 

Finance 

Real Estate 

White Pages 
 

F. Employees who have been moved under I.E., above, will have priority in 
returning to the original reporting center on a seniority basis when a vacancy 
occurs. If the return occurs in less than one year, the original move will be 
considered as having been a temporary move, and the appropriate treatment 
under Wage & Working Practices, Appendix B General all departments 2.02(a) 
and 7.03(c) will apply retroactively. 
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II. Transfer Requests 
 

A. An employee who wishes to be considered for another job and/or location 
should inform supervision and submit their bids for any desired posted position. 
Once the candidate’s list is pulled, the Transfer Bureau will contact the supervisor 
for the employee's current job performance and attendance. Quantity and quality 
of work will be evaluated as either Satisfactory or Unsatisfactory. Attendance will 
be evaluated as either Satisfactory or Unsatisfactory 
  

B. To assure that transfer information (employee's desires, job 

performance, attendance, additional training, etc.) is current, the employee will 

have access to their profile. 

C. If during the year an employee gains additional training or experience 

that could bear on determining additional factors according to the Job 

Specification, it will be the employee's responsibility to update their profile. 

 

III. Transfer Qualifications 
 

A. The Placement Office (Transfer Bureau) will determine if the employee 

meets the basic qualifications for the particular job being requested and also if the 

employee has additional factors which indicate job related qualifications in 

addition to the basic qualifications. Following this review, the Placement Office 

(Transfer Bureau) will rate the employee as: 
 

a) Qualified with additional factors 

b) Qualified 

c) Not qualified 

 

IV. Vacancies 
 

A. After lateral intradepartmental force rearrangements take place, 

including those returning from military, anticipated disability, care of newborn 

children, adoptive children care leaves, and lay-offs, an Employment Requisition 

is forwarded to the Placement Office (Transfer Bureau). 
 

B. Generally, the Placement Office (Transfer Bureau) will consider 

candidates for filling vacancies in the following sequence: 
 

1. Honor employee or former employee “Article VII recall rights” to 
the vacancy’s title and location in the following order. “Article VII recall 
rights” include “recall from layoff”, “recall from involuntary re-deployment” 
and “buyback rights”: 
 

a) First:  Combined seniority for “Recall From Layoff”. 
b) Second:  Combined seniority for “Recall From Involuntary 
Redeployment” and “Buyback Rights”. 
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2. Concurrent consideration of advancement, lateral and downgrade 
requests from anywhere in the company. 
 

3.      Consideration of qualified employees with either less than or more     

than the residency requirements on the job or location. 
 

a. Employees may self-identify for job opportunities within 

their entities as expressed in Part I, Paragraph E(1) after 

completion of the 6 months period described in Part V, Paragraph 

D(1) or new hires to the Company who have completed formal 

training. 
 

4. New hires. 
 

C. If needs of the business dictate, steps 2 through 4 may be considered 

concurrently. 

 

V. Selection 
 

A. General 
 

1. Upon receipt of an Employment Requisition, the Placement Office 

(Transfer Bureau) will secure the list of the applicants for the job in the 

Placement Office (Transfer Bureau) after the close of the posting period. 
 

2. When qualifications are substantially equal, the senior employee, 
determined based on the seniority net credited service date, will be 
selected. 
 

3. There is no declination penalty associated with the employee’s 

bid during the posting period. 
 

B. Placement Office (Transfer Bureau) Selected Jobs 
 

1. The Placement Office (Transfer Bureau) will maintain a list of 
those bargaining unit jobs designated as Placement Office (Transfer 
Bureau) Selected Jobs. 
 

2. The Placement Office (Transfer Bureau) will make the selection 
for these jobs. 
 

C. Department Selected Jobs 
 

1. All bargaining unit jobs not listed as Placement Office Selected 
jobs will be filled through hiring supervision. 
 

2. The Placement Office (Transfer Bureau) will forward to hiring 

supervision a list of applicants for the position. 
 

3. Hiring supervision shall notify the appropriate Business Agent 
before announcement of the selection is made. 
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4.     The Placement Office (Transfer Bureau) on request of the 

supervisor of an employee not selected, reports the appropriate 

information concerning the selection received from hiring supervision. 

The Placement Office (Transfer Bureau), on request of the supervisor, 

also arranges for an interview with the hiring supervisor for an employee 

not satisfied with this information. 
 

D. Retreats 
 

 

1. If within 6 months (exclusive of any formal training) after 
placement in the new job the employee elects to return to the former job, 
or is disqualified by the Company on the basis of unsatisfactory 
performance in the new job, the employee may return to the former job 
or an equivalent job.  The employee may not apply for transfer again 
until nine (9) months from the date of return. 
 

2. The six month period within which retreat may be exercised may 
be extended by supervision, up to three months to take into 
consideration a period of extended excused absence. 
 

VI. Procedural Exceptions 
 

A. If an employee's condition, as indicated by medical authority and 
concurred in by the Company's medical group, is such that a change of job is 
necessary, transfer to a job with the same or lower maximum shall have priority 
over requests in the Placement Office (Transfer Bureau). 
 

B. Nothing in these policies shall be construed in such a way as to prevent 
the Company from establishing limitations from or into any work force group 
where required for the safe and efficient operation of the business. 
 

C. From time to time the Company may grant “Tight Labor Market” (TLM) 

wage credits to new hires into specific job titles and work locations. TLM wage 

credits will only be granted during a competitive labor market that makes it difficult 

to attract and produce sufficient flow of qualified individuals even after rigorous 

recruiting efforts and the use of other types of wage credit (i.e., for relevant work 

experience and/or education). TLM wage credits may be authorized by the hiring 

department for a maximum of six (6) months and up to a maximum of 8 steps on 

the wage progression schedule. Application of the TLM wage credit may be in 

combination with other types of wage credits granted to new hires in accordance 

with Staffing Office guidelines. 

 

The Company will notify the Union, in writing, whenever TLM wage credit is 
authorized. Notification will include the job title, the work location, the amount of 
wage credit authorized, and the expected duration. The Company also agrees to  
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discuss with the Union what impact, if any, such TLM authorization has on 
incumbent employees in the same job title and location.1

 
1At a minimum, and if necessary, the Company will adjust the pay rates of all incumbent employees in 
the same job title and location up to the level of the TLM authorized wage credits granted to a new hire 
into that job title and location. 
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Policies and Procedures 

Part 3 
   

  MEMORANDUM RELATING TO ABSENCES DUE TO 

MILITARY OR PUBLIC HEALTH SERVICE 

I. General 

 
1. The provisions of this memorandum apply to necessary absences of 
employees  
entering the Armed Forces or the Public Health Service on or after June 30, 1967 
(the effective date of the Military Selective Service Act of 1967). 
 

2. For the purposes of this memorandum: 
 

a. "Armed Forces" means the Army, Air Force, Navy, Coast Guard and 
Marine Corps of the United States, membership in which requires the 
usual form of military induction or enlistment and subjects the individual to 
full time active duty under military regulations and carries military pay.  It 
also includes Commissioned Officers of the Public Health Service entering 
on active duty with that organization. 
  

b. "Employee" means a regular employee. 
 

c. "Dependents" are those defined in the "Career Compensations Act 
of 1949." 

II. Leaves of Absence 

 
Leaves of absence will be granted to employees entering the Armed Forces or 
the Public Health Service who: 
 

a. are inducted under selective service regulations; 
 

b. enlist or volunteer for active duty; or 
 

c. are ordered or called to active duty. 
 

Such leaves of absence will be effective on the date of entry into the Armed 
Forces or Public Health Service. 

III. Status Under the Benefit Plans 

 

1. Employees who are granted leaves of absence to enter the Armed Forces 

or Public Health Service and who make application for reinstatement within the 

period required by law upon release from active duty: 
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a. will receive upon reinstatement, full service credit for the period of 

absence 
 

b. will be eligible to sickness benefits in accordance with the provisions 
of the Sickness and Accident Disability Plan if totally incapacitated and 
unable to work. Inability to work will be determined by the Employee's 
Benefit Committee on the  
basis of facts in each case. Benefits under this Plan will be computed on 
the basis of benefits net credited service and the rate of Company pay in 
effect at the time the leave of absence is terminated, 
 

c. will be eligible to “make up” the contributions they could have made 

during the leave if they had remained actively at work, and receive 

Company matching contributions to their Savings Plan account, in 

accordance with the terms of the Plan and applicable laws. 
 

2. Employees who are granted leaves of absence to enter the Armed Forces 

or Public Health Service will be eligible to death benefits in accordance with the 

provisions of the SNET Pension Plan. Death benefits, where payable, will be 

computed in accordance with Benefit Plan provisions. In addition, such 

employees will have the option of continuing or suspending Retirement Savings 

Plan loan repayments while on this leave. 

 

IV. Pay Treatment 
 

1. Except as indicated in Part VIII of this memorandum, employees who are 

granted leaves of absence to enter the Armed Forces or Public Health Service 

will receive compensatory pay to the difference between their Company pay and 

Government pay as follows: 
 

a. those with one year or more of service, without dependents - 3 months 

compensatory pay; with dependents - 6 months compensatory pay 
 

b. those with less than one year of service, without dependents - 2 

weeks compensatory pay; with dependents - 3 months and 2 weeks 

compensatory pay. 
 

2. For this purpose, government pay will include basic pay, pay for special or 

hazardous duty and the difference between quarters allowances established for 

members of the Armed Forces or Public Health Service with dependents and 

quarters allowances established for members of the Armed Forces or Public 

Health Service of equal rank without dependents. 
 

3. Government pay will be determined in accordance with Paragraph 2 of this 
Section at the time of entry into the Armed Forces or Public Health Service. 
Company pay will include the employee's regular basic wage and any fixed 
differential. The rates so determined will be used in computing on a per diem  
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basis, the compensatory payments to be made by the Company in accordance 
with Paragraph 1 of this Section. Such payments, less deductions required by 
law, will be made in one lump sum prior to entering the Armed Forces or Public 
Health Service except in cases covered by the second part of Paragraph 1(a) 
where two payments will be made. The first payment covering difference in pay 
for the first three months will be made prior to entry into the Armed Forces or 
Public Health Service and the second payment will be made three months later. 
 

4. The pay treatment, for those employees who are ordered into active duty 
more than once, in order to fulfill the regulations of their respective reserve 
components, shall be the difference, if any, between the compensatory pay 
received for the initial period of duty and that amount eligible to be received, as of 
the subsequent period of active duty. Official and Employee Rate Service and 
vacation treatment will be in accordance with paragraphs VI and VII below and 
will be determined upon each entry into active duty. 
 

5. In the event that the employee does not actually enter the Armed Forces or 
Public Health Service, the entire amount of the compensatory payment shall be 
returned to the Company. If the employee is discharged or released from the 
Armed Forces or Public Health Service prior to the expiration of the period 
covered by the compensatory payment, then a pro-rata portion of the 
compensatory payment shall be returned to the Company. 

V. Re-employment 

 
All employees who, on or after June 19, 1951, are granted leaves of absence to 
enter the Armed Forces or Public Health Service, and who make application for 
reinstatement within the period required by law at the time of release from such 
Forces or Service, will be reinstated in accordance with the provisions of the 
"Memorandum Relating To Reinstatement of Employees Returning From Military 
or Public Health Service Leaves of Absence" dated January 6, 1969 and in 
accordance with all applicable laws, including the Uniformed Services 
Employment and Reemployment Rights Act of 1994 (USERA) regulations. 

VI. Official and Employee Rate Service 

 
Official and employee rate service of employees granted leaves of absence to 
enter the Armed Forces or Public Health Service will be continued in this 
Company's territory in accordance with the following: 
  

a. for those without dependents - to the end of the third billing period 
after the date the leave begins; 
 

b. for those with dependents - the full period of the leave, except as 

indicated in Part VIII of this memorandum. 
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VII. Vacation 
 
 

Except as indicated in Part VIII of this memorandum, employees granted leaves 
of absence to enter the Armed Forces or Public Health Service will receive a lump 
sum payment in lieu of any unused vacation to which they may be entitled as of 
the date the leave begins. 
 

VIII. Reenlistments and Voluntary Reentries Into the Armed Forces or 

Public Health Service 
 

Employees who have been granted leaves of absence under the terms of this 
memorandum, have been reinstated and who reenlist or voluntarily reenter the 
Armed Forces or Public Health Service during the same emergency period will 
not be entitled to the treatment provided in Parts IV, VI(B) and VII of the foregoing 
provisions. The following will apply instead: 

 

a. Pay Treatment - no compensatory pay. 
 

b. Official and Employee Rate Service - will be continued to the end of 
the third billing period after the date the leave begins. 
 

 c. Vacation - no payment for unused vacation. 
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                          MEMORANDUM RELATING TO REINSTATEMENT 

OF EMPLOYEES RETURNING FROM MILITARY 

OR PUBLIC HEALTH SERVICE LEAVES OF ABSENCE 

 

I. General Policy 

 
1. The Company intends to live up to and beyond the spirit of legislation 
covering the reinstatement of its employees returning from military or Public 
Health Service. 
 

2. The Company earnestly desires to reinstate each employee, who has been 
in military or Public Health Service on leave of absence, as soon as released and 
upon notification of desire to be reinstated. 
 

3. The Company is now reinstating all such returned employees regardless of 
length of service prior to induction and will continue to do so unless 
circumstances beyond its control compel it to do otherwise. 
 

4. Provisions will be made to expedite adjustments to the job, including 
retraining, and special arrangements for physical rehabilitation where indicated.  
In line with Company policy, consideration will be given so far as practicable to 
the value of usable military or Public Health Service experience in determining 
future treatment and placement. 
 

5. It should be understood that each employee is entitled not only to 
consideration for a job, but also is entitled after reinstatement to benefits under 
the Benefit Plans, in accordance with service credited under terms of this 
memorandum. 
 

6. An interdepartmental committee will coordinate the general procedures 
involved in reinstatement. 
 

II. Reinstatement 

 
General 
 

1. Employees will be placed in their former or equivalent positions in 
accordance with the following provisions: 

 

a. Application for reinstatement is made within 90 days after release 
from military or Public Health Service, or from hospitalization continuing 
after discharge for a period of not more than one year 
 

b. Military or Public Health Service has been satisfactorily completed 
as indicated by discharge papers 
 

c. They are still qualified to perform the duties of such positions. 
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Determination of Physical Condition to Aid in Placement 
 

1. Physical examinations will be required of all employees returning from 
military or Public Health Service leaves of absence in order to ensure that they 
may be properly assigned.  Employees may be examined by the Company's 
physicians or by any physician acceptable to the Company. The Company will 
pay the cost of the examinations. 
 

2. Employees who return from military or Public Health Service leaves of 
absence partially disabled will be reinstated initially as covered in Section V 
below. Special consideration will then be given to the assignment of duties which 
they may adequately perform, and appropriate adjustments will be made after a 
careful appraisal of their value in the positions. 

III. Extension of Military or Public Health Service Leaves of Absence 

 

1. Employees granted leaves of absence for military or Public Health Service 
will, under the conditions stated below, be entitled to have such leaves extended 
for a period up to ninety days beyond the date of discharge from military or Public 
Health Service or from hospitalization continuing after discharge for a period of 
not more than one year. Such extensions will be subject to the same conditions 
with respect to eligibility to benefits and credit for service as apply to their original 
military or Public Health Service leaves. 
 

a. Cases not involving total disability 
 

(1) If employees make application for reinstatement and are 
reinstated within ninety days following discharge from military or 
Public Health Service - the absence between discharge from 
military or Public Health Service and reinstatement will be covered 
by an extension of the military or Public Health Service leave of 
absence subject to the same provisions with respect to eligibility to 
benefits and credit for service. 
 

(2) If employees make application for reinstatement within ninety 

days following discharge from military or Public Health Service but 

due to reasons acceptable to the Company, reinstatement occurs 

more than ninety days after discharge - the first ninety days of 

absence subsequent to discharge from military or Public Health 

Service will be covered by an extension of the military or Public 

Health Service leave of absence subject to the same provisions with 

respect to eligibility to benefits and credit for service. An application 

shall be made to the Benefit committee for a personal leave of 

absence to cover the absence between the expiration of the ninety-

day period and the date of reinstatement. Personal leaves will be 

subject to such conditions as the Benefit Committee deems proper. 
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b. Hospitalization continuing after discharge from military or Public 

Health Service 
 

(1) If employees are hospitalized for not more than one year immediately 
following discharge from military or Public Health Service, a military or Public 
Health Service leave of absence will be extended to cover: 

 

(a) the period from date of discharge up to ninety days after 
release from hospitalization if they are ineligible to benefits, or 
 

(b) the period extending from the expiration of sickness benefits 
under the Sickness and Accident Disability Plan up to ninety days 
after release from hospitalization. 
 

(2) If such hospitalization should continue for more than one year, the 
leave will terminate one year after the date of discharge from military or 
Public Health Service. 
 

2. If employees delay application for reinstatement for more than ninety days 

following discharge from military or Public Health Service or from hospitalization 

continuing after discharge for a period of not more than one year, the effective 

date of separation from the Company will be considered as having been the date 

of discharge from military or Public Health Service or the end of the ninety day 

period following hospitalization. However, where such employees are able to 

show that the delay in their application for reinstatement was due to 

circumstances beyond their control, the appropriate treatment under III.1.a.(2) 

above and/or IV below will be extended. 

 

IV. Treatment Under the Benefit Plans 

 

1. Net Credited Service 
 

a. Employees reinstated within the time specified by law will be 
allowed full service credit under the Benefit Plans for a period of absence 
covered by the military or Public Health Service leave. 
 

b. Employees who are not reinstated within the period after discharge 

specified by the law but who are subsequently engaged shall receive 

service credit for the period of absence covered by the military or Public 

Health Service leave as follows: 
 

(1) Those with two years or less of net credited service on the 
effective date of the leave will receive credit for service for any total 
period of absence up to two years.  Those with more than two years 
of net credited service on the effective date of the leave will be 
credited with service for a period of absence equivalent to one year 
for each year or fraction thereof of such net credited service. 
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2. Death Benefits 
 

a. Death Benefits, where payable, will be computed in accordance with 
the Benefit Plan provisions. 

 

3. Sickness Benefits 
 

a. Employees will be eligible to sickness disability benefits if totally 
incapacitated and unable to work upon release from military or Public 
Health Service. Inability to work will be determined by the Employees' 
Benefit Committee on the basis of facts in each case. 
 

b. Benefits under the Sickness and Accident Disability Plan will be 
computed on the basis of benefits net credited service at the termination of 
the leave of absence and at the rate of Company pay provided for in 
connection with wage treatment in Section V below. 
  

c. For employees totally incapacitated and unable to work at time of 
discharge, the first day absence on account of sickness disability will be 
the day after date of discharge from military or Public Health Service. 
 

d. In the event employees become unable to work subsequent to 
discharge from military or Public Health Service. 
 

(1) If totally incapacitated within ninety days after discharge, the 
first day of absence on account of disability will be the day after date 
of expiration of the ninety-day period, or the date of reinstatement 
when such date has been established. 
 

(2) If totally incapacitated subsequent to the expiration of the 
ninety-day period after discharge from military or Public Health 
Service, but within a period covered by a personal leave of absence 
continuous therewith, sickness benefits under the Sickness and 
Accident Disability Plan will be determined in accordance with the 
terms of the personal leave. 
 

V. Wage Treatment 

 
1. Any employee reinstated in accordance with these practices shall be 
returned to the payroll at the rate of pay they would have received, if they had 
been continuously on duty with the Company during the absence, in the job group 
they were in at the time they left. 
 

VI. Vacation Treatment 

 
1. Employees returning from military or Public Health Service leaves of 
absence will be given vacation treatment in accordance with General Wage and 
Working Practices based on total net credit service, provided that a vacation or 
vacation allowance has not already been given in the same year. 
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Chairman of the Board and 
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PROCEDURES FOR REINSTATING EMPLOYEES 

RETURNING FROM 

MILITARY OR PUBLIC HEALTH SERVICE LEAVES 

 

I. Company Policy 

 
As has been previously stated, the Company intends to live up to and beyond the 
spirit of legislation covering the reinstatement of employees returning from the 
service. It expects to reinstate, after honorable discharge, all employees who 
want to return to the Company and who are able to resume their old jobs or 
similar work, regardless of their length of service before induction. 
 

Provisions will be made to expedite adjustments to the job, including retraining, 
and special arrangements for physical readjustment. In line with Company policy, 
consideration will be given so far as practicable to the value of usable military or 
Public Health Service experience in determining future treatment and placement. 
Each returned employee is entitled after reinstatement to benefits under the 
Benefit Plans in accordance with credited service under the terms of the 
Memorandum Relating to Reinstatement. 
 

An interdepartmental committee will coordinate the general procedures involved 
in reinstatement. 
 

Detailed procedures covering the return of employees will be developed by the 
various departments. 
 

II. Planning for the Return of Employees by Departments 

 
Through the use of the forecasts of business, planned construction, and force 
requirements, plans will be developed and kept current by the departments for the 
placement of employees returning from military or Public Health Service, and for 
reassignment of those active employees affected by the return of veterans. 
 

III. Reinstatement 

 
A. Initial Contact 
 

It is expected that returning employees will contact their supervisor upon their 

release from the services. The opportunity should be provided for a welcome by 

the employees' ranking departmental supervisor in the locality and by fellow 

employees. Supervisors should take the initiative, if necessary, to get in touch 

with employees, when it is known that they have been discharged from military or 

Public Health Service. 
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B. Physical Examination 
 

Physical examinations will be required of all employees returning from military or 
Public Health Service leaves of absence in order to ensure that they may be 
assigned properly. The appointment for the physical examination should be made 
through the Medical Office at the time employees apply for reinstatement. 
 

C. The Reinstatement Interview 
 

The reinstatement interview will be carried out 1) to secure pertinent information 
from the employee, and 2) to inform the employee of the general policies and 
plans of the Company as well as specific information in regard to reinstatement. 
 

1. Information to be secured - such as: 
Date employee wishes to return to work  

General physical condition 
 

2. Information to be discussed with the employee - such as: 
General policy in regard to reinstatement  
Employee's status upon reinstatement Review of Company payroll 
allotment plans, income tax, etc. 
 

3. Method of Conducting the Interview 
The interview should be conducted in an unhurried atmosphere so that the 
employee will have the opportunity to tell of past experience and express 
plans for the future. In some cases, the interview may be completed at one 
meeting with the employee but often it may require more than one. 
 

4. Time of Reinstatement 
Whenever possible, the date of return to work should be planned to suit 
the wishes of the employee. If this should be prior to the receipt of a report 
from the physical examination, the employee should be given a temporary 
assignment. If there is any question in the supervisor's mind as to the 
assignment, the case should be discussed with the departmental 
personnel representative who will check, as necessary, with the Medical 
Department. 
 

D. Job Placement 
 

1. All placements should be made in conformance with the policy of 
the Company as stated in the Memorandum Relating to Reinstatement. 
 

2. The objectives in placement will be best accomplished through 
careful attention to such factors as (a) the individual's past experience, (b) 
experience in military or Public Health Service, (c) the force requirements 
of the business, (d) Selective Service Act requirements, (e) interest and 
abilities, (f) physical condition. 
 

3. In the event a circumstance arises in which there is no immediate 
suitable job for an employee, the case should be referred for further 
consideration through the lines of organization. 
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E. Particular Consideration of Disabled Employees 
 

1. Treatment of totally incapacitated employees 
 

In accordance with the Memorandum Relating to Reinstatement, Section 
IV, Treatment Under the Benefit Plans, employees totally incapacitated 
and unable to work may be eligible to sickness benefits under the terms of 
the Sickness and Accident Disability Plan. Supervisors will aid those who 
return unable to work due to injury or illness through recognizing the 
circumstances promptly and initiating action under the Sickness and 
Accident Disability Plan, through careful placement and training upon their 
recovery and return to the job, and through a personal interest in their 
progress. 
 

2. Placement of partially disabled employees 
 

It is recognized that some employees may return partially disabled and 
unable to perform the duties of the job which they left.  In this event, the 
objective will be to place these employees in a job which they can 
adequately perform, and which is not hazardous to themselves or fellow 
employees. 
 

3. Training of partially disabled employees 
 

In some instances of partial disability, special training should be planned 
on the job or through Company facilities. In other instances, training may 
be most advantageously secured through the government's facilities or 
those of public agencies. Each case will present different circumstances 
and will require individual analysis and treatment. 
  

4. Follow-up of partially disabled employees 
 

A plan for a "follow-up" in such cases should be designed to check the 
suitability of the placement from the viewpoint of the employee's health and 
safety, interest in and success on the job, and possibilities for progress. 
 

F. Records 
 

1. Central Military or Public Health Service records 
 

A central record of the military or Public Health Service and experience of our 

employees will be established and maintained in the Personnel Relations 

Department, to be available to all departments as a complete record of military or 

Public Health Service information, and to serve as a history of the experience of 

our employees in World War II, Korea and Vietnam and a record of their 

treatment on their return. 
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2. Military Service Record Card, Form 605 
 

The Military Service Record Card, Form 605, should contain such 

information as the employee's status at the time of entry into military or 

Public Health Service, etc. 

 

IV. Training or Returning Employees 
 

A. Re-induction 
 

Re-induction of employees should be planned in order that they will be able to 

bridge the gap in Company affairs between their departure and return. Typical 

information should include a short history of Company experience during the war, 

a review of organization and personnel changes, the experience of other 

employees during the war, and an opportunity to meet and talk with personnel in 

the locality. 
 

B. Job Training 
 

In addition to regular Company training courses for employees assigned to new 

jobs, refresher courses should be designed for employees who return to the same 

job after a long absence. 
 

C. Specialized training for handicapped employees 
 

Specialized training may be necessary and should be arranged in some cases 

involving the adjustment to handicaps. 

 

V. Follow-Up 
 

All supervisors should be alert to observe the returned employee's adjustment to 

the work situation as well as civilian life. If difficulty is being experienced by the 

employee in making an adjustment, an analysis of the facts in the situation by the 

supervisor will be helpful in determining how best to aid the employee. 

 

VI Clearing House of Information 

 

Assistance should be offered to returning employees concerning such matters as 

government insurance, educational benefits, etc. The Personnel Relations 

Department will set up a clearing house of such information which will be 

available through the Personnel Coordinator. Contacts with government agencies 

generally should be made through the Personnel Relations Department. 
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