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PREAMBLE

This Agreement is effective the 1st day of November, 2013 by and between 
GENON ENERGY SERVICES, LLC (an NRG ENERGY COMPANY) located in 
Pittsburg, California, hereinafter referred to as the “Company” and LOCAL UNION NO. 
1245 of the INTERNATIONAL BROTHERHOOD OF ELECTRICAL WORKERS, 
AFL-CIO, hereinafter referred to as the “Union.”

WITNESSETH:

WHEREAS, it is the intent of the parties to set forth herein their Agreement 
covering rates of pay, wages, hours of employment and other conditions of employment; 
to promote efficiency, safety and productivity of employees and to provide for prompt 
and fair settlement of grievances;

NOW, THEREFORE, the parties do agree as follows:

ARTICLE 1
GENERAL PURPOSE OF AGREEMENT

1.1 The parties acknowledge that the California energy market is now 
deregulated, and one of the objectives of this Agreement is competitive operation in this 
new market.  The general purpose of this Agreement is to set forth the hours of work, 
rates of pay, and conditions to be observed by the Company, Union, and employees and 
to provide orderly and harmonious procedures between the Company, Union, and 
employees.  It is the further purpose of the Agreement to prevent interruption of work and 
to promote the efficient operation of business.

1.2 Any reference to gender contained within the provisions of this Agreement 
is inadvertent and is in no way intended by the parties, and should not be so construed, as 
making applicable such provisions to any one gender.

ARTICLE 2
UNION SECURITY

2.1 Every employee covered by this Agreement shall, not later than thirty (30) 
calendars days after the commencement of employment, as a condition of employment, 
tender to the Union: (a) an amount of money equal to the initiation fee uniformly charged 
by the Union to all employees who become members of the Union, unless the employee 
has, at any previous time, tendered such an amount of money to the Union; and (b) an 
amount of money equal to the monthly dues uniformly charged by the Union to all 
employees who are members of the Union.  Thereafter, such employee shall tender to the 
Union an amount of money equal to the monthly dues uniformly charged by the Union to 
all employees who are members of the Union.
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2.2 Upon request by Union, and no more often than monthly, Company shall 
provide Union a list of employees in the bargaining unit.

2.3 Any bargaining unit employee who is temporarily placed in a non-
bargaining unit classification shall continue to be subject to the provisions of Section 2.1 
above, for the duration of such temporary assignment.  If any employee is temporarily 
assigned to a supervisory position, he shall not be discriminated against by the Union for 
performing as the Employer’s representative, with the exception of payment of dues, for 
the duration of the temporary assignment.

2.4 Union recognizes its obligation to inform bargaining unit members of the 
rights and obligations with respect to union membership. The Company will allow the 
Union to meet with all new hires, up to thirty minutes paid time, to satisfy this provision.

ARTICLE 3
DUES CHECK-OFF

3.1 Company shall deduct from wages and pay over to the proper officers of 
Union membership dues of any employee as provided for in Section 2.1 above who 
individually and voluntarily authorizes such deductions in writing.

3.2 The Union shall indemnify the Company and hold it harmless against any 
and all suits, demands, and liability that may arise out of, or by reason of, any action that 
shall be taken by the Company for purposes of complying with the foregoing provisions 
of this Article 3 or in reliance on any authorization or list which shall be furnished to the 
Company by the Union under any of such provisions.

3.3 If the federal or state government rules that the check off authorization 
form, or right to terminate the same, as contained in this Agreement, violates federal or 
state law, then the same shall be considered deleted and the appropriate form and/or 
authorization shall be substituted in its place.

ARTICLE 4
UNION RECOGNITION AND WORK JURISDICTION

4.1 This Agreement shall cover the bargaining unit of Power Plant 
Technicians employed at the Company’s Contra Costa, Pittsburg and Potrero Power 
Plants (collectively referred to as “the Plants”), and shall exclude all other employees.

4.2 The Company recognizes the Union as the sole bargaining agent for the 
bargaining unit defined in this Article 4.
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4.3 This Agreement shall be binding upon the successors and assigns of the 
parties hereto and no provisions, terms, or obligations herein contained shall be affected, 
modified, altered or changed in any respect whatsoever by the consolidation, merger, 
sale, transfers, or assignments of either party hereto, or by any change geographical or 
otherwise, in location or place of business of either party hereto.  In the event the 
Company sells or transfers any location, this Agreement shall remain in full force and 
effect and be binding upon the purchaser or transferee and the Company agrees it will 
include in the purchase agreement that this Agreement is so binding.

ARTICLE 5
UNION STEWARDS

5.1 For the purpose of representation within a facility, the Union shall be 
entitled to select a reasonable and adequate number of stewards, who shall restrict their 
activities to the handling of grievances and other legitimate Union business, and who 
shall be allowed a reasonable amount of time for this purpose.

5.2 Each steward shall be a regular full-time member of the bargaining unit 
and shall perform the work assigned by the Company.

5.3 Stewards shall not be recognized by the Company until the Union has 
notified the Company’s Human Resources department in writing of the selection.

5.4 Stewards shall not conduct Union business during their regular working 
hours without obtaining prior approval from a supervisor.

ARTICLE 6
UNION REPRESENTATIVES AND ACCESS

6.1 A written list of the Union Business Representatives assigned to service 
this Agreement shall be furnished to the Company immediately after their designation 
and the Union shall notify the Company of any changes in the list which occur from time 
to time.  

6.2 Duly authorized Business Representatives of the Union shall be permitted 
at reasonable times to enter the Plants covered by this Agreement for the purpose of 
transacting Union business and observing conditions under which employees are 
employed.

6.3 The Business Representative will coordinate visits with the Plant 
Manager/O&M Manager or his designee upon entering a facility, and the Business 
Representative may not unduly interfere with the employees’ work at any time.
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6.4 Company may make reasonable designation of controlled-access areas.
6.5 All Union business postings will be limited to Company-provided Union 

bulletin boards.

ARTICLE 7
NOTICES BETWEEN THE UNION AND THE COMPANY

7.1 Notices hereunder shall be deemed to have been adequately given if 
served by certified mail upon the persons named below at the addresses indicated unless 
otherwise notified in writing.

Notice to the Union shall be addressed to:
IBEW - LOCAL #1245
Attn:  Business Manager/Financial Secretary
P. O Box 2547, 95696 (US Mail)
30 Orange Tree Circle, 95687 (FedEx)
Vacaville, CA  

Notice to the Company shall be addressed to:
GENON ENERGY SERVICES, LLC
Attn:  Human Resources Manager
P. O. Box 192 (US Mail)
696 W. 10th Street (FedEx)
Pittsburg, CA  94565

7.2 Either party may, in its sole discretion, designate in writing any new 
persons to receive said notices during the life of this Agreement.

ARTICLE 8
PROBATIONARY EMPLOYEES/LENGTH OF SERVICE

8.1 All employees covered by this Agreement are deemed probationary from 
their date of hire through their first 180 continuous calendar days of employment, and 
during such time may be terminated with or without just cause.

8.2 An employee’s length of service shall begin on the employee’s first date 
actually worked including service granted to “Transition Employees” as defined in the 
Memorandum of Understanding, dated November 1, 2000. Should two employees begin 
work on the same day the following process shall be used for determining the employee 
with the greatest service:  by the last four (4) digits of the employees’ social security 
number, with the lowest number determining the higher seniority
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8.3 Employees who leave in good standing and are rehired at a later date will 
be considered a new hire.  “Good standing” means that the employee was not terminated 
for cause.  Any employee terminated for cause is not eligible for rehire at any Company 
facility.

8.4 Probationary employees are not eligible for certain benefits including 
holiday pay, vacation, bereavement/funeral pay and personal time off.

ARTICLE 9
TEMPORARY EMPLOYMENT

9.1 The Company will provide the Union hiring hall forty-eight (48) hours 
advance notice of the need to hire a temporary employee for a work schedule in excess of 
five (5) work days.  All temporary employees will be “at will”.

9.2 When notifying the Union of the need for a temporary employee, the 
Company may:,

(A) Call employees by name.
(B) Send a letter to the Union specifically requesting that the Union

not send a particular individual in response to the referral without
payment of any type, for a twelve month period.

9.3 The Union will have up to forty-eight (48) hours to refer applicants for 
employment to the Company.

9.4 The Company retains the right to reject any applicant.  Should an 
applicant be rejected, the applicant will receive four (4) hours’ pay at the Minimum Rate 
set forth in Article 12.

9.5 If the Company rejects all referred applicants or if the Union cannot refer 
a qualified applicant, the Company may hire an applicant from any source.

9.6 Temporary employees hired under this Article shall be paid no less than 
the Minimum Rate.  

9.7 Should the Company desire to employ an individual on a temporary basis 
for five (5) consecutive work days or less, the Company need not use the aforementioned 
hiring hall process contained in this Article, but shall instead be allowed to direct hire.
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ARTICLE 10
SENIORITY/LONGEVITY OF SERVICE/LAYOFFS

10.1 For purposes of layoff, transfers, and position changes within the 
bargaining unit, the Company shall select employees on the basis of skills, operational 
needs and length of service.  “Service” means continuous service in the Company’s 
employ and shall include service recognized in Article 8.2, and service shall not be 
interrupted by authorized time off of one (1) year or less.  Unauthorized time off which 
results in discipline may not be counted for service credit.  A termination from 
employment, voluntary or involuntary, eliminates all service.  Notwithstanding the above, 
former employees who are rehired by the Company within eighteen (18) months of their 
last active date of employment shall have their service bridged.  

10.2 Employees shall have the right to be recalled for up to eighteen (18)
months after a layoff.  Recalled employees shall be rehired in the reverse order of layoff, 
provided such employees are qualified for the vacant positions.

ARTICLE 11
MANAGEMENT RIGHTS

11.1 The Company shall at all times, subject to the provisions of this 
Agreement and the law, retain the sole right to manage its business and direct the 
working force, including the rights to decide the number and location of plants, the 
equipment incidental to operation, the products to be manufactured, the method of 
manufacture, and the scheduling of production; to determine whether and to what extent 
the work required in its business shall be performed by employees covered by this 
Agreement; the right to lease or to sublease; the right to expand, sell, subcontract, move, 
establish new operations, transfer and/or terminate all or part of its operations; the right to 
establish and/or change hours of work including number of hours worked and/or work 
schedules; the right to select, hire and layoff employees and/or to determine the size , 
content, and composition of the required jobs within the Plants, including the right to set 
job requirements and judge performance; to cross-train employees; to reassign job tasks 
between employees; to transfer employees and/or work between departments and to 
eliminate or create new jobs; to determine the levels of productivity, quality and 
efficiency; the right to discipline, suspend or discharge employees with just cause; the 
right to change or introduce any new or improved methods, materials, equipment or 
facilities; the right to promote; the right to determine the methods, techniques and types 
of work or service to be performed, not performed, or work or service to be 
subcontracted; and the right to make and enforce reasonable rules and regulations as the 
Company may consider necessary for the operation of its business.  Any right not given 
to the Union in this Agreement shall remain the sole and exclusive right of the Company.  
The exercise of management rights in this Article is not subject to Grievance and 
Arbitration under Article 21. 

8



11.2 The management right involving the right to determine whether and to 
what extent the work required in its business shall be performed by the employees 
covered by this Agreement is not intended to reduce the size of the bargaining unit. 
Except where the bargaining unit size would be reduced or an employee would suffer a 
loss in regularly scheduled work hours, management and staff may be used to perform 
bargaining unit work when necessary to maintain operations, conduct training, provide 
temporary relief, address temporary staffing shortages, or perform quality inspections or 
testing.

11.3 The Company may from time to time establish reasonable rules and 
regulations relating to the maintenance of performance, order, safety, Company issued
equipment, attendance and discipline among its employees, together with disciplinary 
penalties for their enforcement.  Such rules shall be posted on the Company bulletin 
board seven (7) days prior to implementation.  Such rules and regulations and any 
changes established shall be within the sole right of the Company to implement, but they 
will be reviewed with the Union before posting.

ARTICLE 12
COMPENSATION AND PAYROLL

12.1 Employees will receive a 2.9% wage increase on March 1 in each year of 
the contract beginning in 2014 to 2018. The wage rates and escalation table are those set 
forth in Appendix C.

12.2 Definition of a Lead union position is:  Leads will be selected by 
management and can be a regular assignment or temporarily assigned to employees 
working outages or other projects.  The Company can assign or unassign employees to 
the lead position at their discretion.  Employees can choose to end their Lead assignment 
and return to their normal craft classification and pay rate.  Leads can direct other 
bargaining unit employees in assigning work and technical direction.  Leads will perform 
bargaining unit work.  If a Lead employee returns to their craft level position, they will be 
placed at the current wage rate pursuant to Appendix C.

12.3 There shall be no deductions from employees’ pay covered by this 
Agreement except as provided in this Agreement or as required to:  (1) repay outstanding 
loans made to an employee; (2) pay for medical premiums: (3) pay for charitable 
contributions designated by the employee; (4) pay for other deductions authorized by the 
employee and agreed to by the Company, or those deductions authorized in the manner 
prescribed by law (e.g., garnishments); and (5) to pay restitution in the event of theft or 
unauthorized conversion of Company property.

12.4 Wages shall be paid at biweekly intervals on Fridays for a two weeks’ 
payroll period ending no more than ten (10) days prior to the pay date, provided if the 
regular pay date falls on a holiday payment shall be made on the preceding workday.
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12.5 Paid leave under Article 14 shall be at the straight time rate, and shall not 
include overtime or holiday premiums or shift differentials.

12.6 Regular, full-time employees assigned to a rotating shift will be paid a one 
dollar ($1.00) hourly premium for all hours worked.  These premiums will be included in 
the base rate of pay for overtime calculations.  Nonshift  employees assigned to work a 
temporary shift outside their normal work hours for more than 5 consecutive days will 
also be entitled to the $1.00 hour shift premium.

12.7    The Company reserves the right to award any individual bargaining unit 
employee, or groups of employees, based on performance as determined by the Company  
This award, subject to applicable taxes, is not to be considered part of any of the 
Company’s annual incentive pay program.  

12.8 In the event of a layoff the Company shall offer the Mirant Services 
Severance Pay Plan for Collective Bargaining Unit Employees (the Plan), except as 
modified herein:

The Plan shall not be modified, terminated or amended without prior agreement 
between the Company and the Union.
All bargaining unit employees covered under this Agreement shall be deemed 
eligible for the Plan.
Service shall include all years of service, including those from PG&E as already 
recognized by Mirant.
Article 8 of the Plan shall be modified to reflect that any severance benefit shall 
not exceed 1.2 times W-2 pay (Box 1) for the most recently completed calendar 
year.

The Company and Union will develop a process of administering the severance 
procedure.

ARTICLE 13
RETIREMENT INCOME AND GROUP WELFARE BENEFITS AND 

COVERAGES

13.1 The retirement income and group welfare benefit plans which have been 
negotiated as part of the Agreement will remain in effect for the life of the Agreement, 
unless changed by mutual agreement.  Except as set forth in Article 8.4, eligibility for and 
the operation of such plans will be governed by the plan documents.  

13.2 The Company will provide benefit plans in which employees and retirees
shall share the cost of certain benefits (e.g., medical/dental coverage). A summary of the 
coverage’s and the cost-sharing for such coverage’s is set forth in Appendix A.  To the 
extent provided by law, Company will provide that employee costs will come from pretax 
income.  
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13.3 The Company may change carriers or administrators for any benefits 
covered by this Article in its sole discretion, provided that the Company provides 
comparable benefits.  “Comparable benefits” does not include the exact same access to 
particular medical providers or facilities, or investment options. The Company will 
provide the Union both reasonable advance notice of any such change, and the 
opportunity to meet and confer prior to making any such change.

ARTICLE 14
VACATION, HOLIDAYS AND PAID LEAVE

14.1 When paid or unpaid leave is sought and provided for Vacation, Holidays, 
Sick Leave, Funeral Leave, Jury and Witness Duty, Military Duty and Personal and 
Medical Leave, and Kin Care Leave such leave will be provided and governed in 
accordance with the applicable leave procedure set forth in Appendix B. Based on 
operating requirements, all leave requests may be subject to management approval.

14.2 Unless otherwise addressed in the Agreement, the employees will be 
afforded and subject to all other Company Policies and Procedures and benefits provided
to other non-exempt Company employees, and which will remain in effect for the term of 
this Agreement.

ARTICLE 15
INTER-PLANT TRANSFERS

15.1 The Company may temporarily transfer or reschedule employees from one 
plant to the other to meet immediate operational needs or for outages.  In such an event, 
the employee will be reimbursed for reasonable and actual board and lodging, or actual 
travel time and mileage, which exceeds their normal commute travel time and mileage for 
each day the employee commutes to the temporary location.  Mileage shall be paid at the 
allowable IRS rate.  The Company will make reasonable efforts to accommodate the 
employee’s preference without compromising employee safety.

15.2 Subject to operational needs, employees covered by this Agreement will 
receive priority consideration for transfers to regular full-time or part-time vacant 
positions to any facility covered by this Agreement which is not their originating place of 
work.  Employees will be selected for transfers as provided in Article 10.  Employees can 
apply for job opportunities by submitting their request using NRG’s job posting system 
found on the Company’s website.  
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ARTICLE 16
HOURS OF WORK

16.1 The work week shall be seven (7) consecutive calendar days beginning at 
6:00 a.m. on Monday and ending at 5:59 a.m. on the following Monday.  The work day 
shall be any period of 24 consecutive hours beginning with the starting time of the 
employees’ scheduled work period.

16.2 Except in cases where the Company adopts an alternative work schedule 
as noted below in this Article and in Article 16.4, the regular working hours will be 40 
hours per week, eight (8) hours per day, not including a meal period of one-half (1/2) 
hour.  Unless otherwise altered by the Company per the terms of this Agreement, non-
shift employees shall work eight (8) hours per day, Monday through Friday, between the 
hours of 6:00 a.m. and 6:00 p.m.  While it is the intent of the Company to maintain a 
normal schedule of weekly employment, this statement shall not be considered a 
guarantee of any minimum hours of work, or as a limitation of the number of hours 
which the Company may reasonably require an employee to work if the conditions 
necessitate additional hours of work, or any guarantee as to a specific schedule of work.

16.3 The Company may, in addition to the schedule noted above, schedule 
work shifts, in the following configurations:

(A) Ten (10) hours per shift for four (4) days within a workweek.

(B) Twelve (12) hour shifts for three (3) days within a work week,
followed by twelve (12) hour shifts for four (4) days within
the next workweek.

(C )     Nine (9) hours per shift for four (4) days and one day at eight (8)
hours per day within a work week, followed by nine (9) hours
per shift for four (4) days within a workweek.

Work time shall not include 30-minute unpaid meal breaks. This section shall not 
be construed as a guarantee of hours of work per day or per week, or a guarantee of days 
of work per week. The Company will provide at least two (2) week’s notice of any 
change in work schedule, except in situations of operational emergencies.

16.3(a)    Employees will clock out when they begin their meal breaks and will 
clock back in when their meal period ends.  Meal periods are to be uninterrupted and free 
of work except in an emergency.  Should an emergency situation arise or should an 
employee be required to resume work for any reason while on a meal break, the 
employee must clock back in before resuming work.  Employee may leave their work 
stations or the plant during meal breaks.  Employees may also use company-provided 
kitchens and eating facilities for meal preparation and dining; however, all cooking and 
eating must be done while employees are clocked out and on unpaid time.  Employee 
must be back at their work stations not later than 30 minutes after their breaks began.  
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Should operational needs prevent an employee from taking his or her meal break the 
employee will be compensated with one hour of straight time pay.  In no event will an 
employee be entitled to more than one hour of missed meal break compensation in any 
one day.

16.4 Nothing contained herein shall be construed as preventing the 
restructuring of the normal work day or work week as deemed reasonable to provide 
service in the event of work stoppage, failure of utilities to provide electricity, water, or 
gas for reasons beyond the Company’s control failure of the sewer, or interruptions of 
work caused by acts of God or any other reasons beyond the control of the Company.

16.5 A Shift employee works a job that is staffed with a rotating twenty-four 
(24) hour per day shift, on a seven (7) day a week basis, including holidays.  

16.5(a)  Meal breaks for Shift Employees:  Shift employees will be scheduled for 
an off duty 30 minute paid meal break, which will begin not more than 5 hours after the 
start of their shifts.  Meal break times will be scheduled by the employees’ supervisor.
Shift employees are entitled to a second 30 minute unpaid meal break beginning no later 
than 5 hours after the end of their first meal period, unless they voluntarily waive this 
second meal period in writing.  Employees who do not take a second meal break will be 
paid for the additional ½ hour worked.  

Shift employee who work overtime without a break between the end of their regular work 
schedule and the commencement of their overtime work and who elected to waive the 
second meal period during their normal shift schedules are entitled to a meal pursuant to 
Article 17.8.  Employees who took a second meal break during their regular shift 
schedule are entitled to a meal break beginning not more than 5 hours after the end of 
their second meal break should the period of overtime work extend that long.

16.6 Absent circumstances as set forth in Section 16.4, the Company shall not 
require an employee to work more than 16 consecutive hours without an 8 hour rest 
period, provided relief is available.

a. If an employee has worked for eight hours or more at the overtime rate 
during the 16 hour period immediately preceding the beginning of the employee's 
regular work hours on a workday, such employee shall be entitled to an unpaid rest 
period outside of their scheduled work hours of eight consecutive hours on the 
completion of such overtime work.

b. If the rest period overlaps the employee's regular work hours but does not 
extend into the second half of the employee's workday, the employee shall be excused 
from reporting for work until the beginning of the second half of the employee's 
workday, and in such an event the employee shall be paid at the straight time rate of 
pay for the time between the expiration of the rest period and the end of the first half 
of such workday.

c. If the rest period extends into the second half of the employee's workday, 
the employee shall be excused from reporting for work until the following workday, 
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and in such event the employee shall be paid for the time between the expiration of 
the rest period and the employee's regular quitting time on such day.

d. In the application of (b), and (c), an employee, due to operational needs, 
may be required to report to work at the end of the employee's rest period.

If the employee is called back to work during his/her eight hour unpaid rest period a 
new rest period will commence at the conclusion of such work.

If returned to work during the eight (8) hour rest period,  employees will be paid 
according to Article 17.

16.7 For every shift that lasts more than 3.5 hours, each employee shall be 
allowed a ten-minute paid rest break for each four hours worked, or major fraction 
thereof. Employees who work between 3.5 and 6 hours shall be allowed one rest 
break. Employees who work between 6 and 10 hours shall be allowed two rest 
breaks. Employees who work more than 10 hours are authorized to take three rest 
periods of net ten minutes each during such a shift. Under no circumstance will rest 
periods become cumulative from day to day. Where possible, rest periods should be 
taken in the middle of the work period. Rest periods must not be taken at the beginning 
or end of a shift, or combined with meal periods.

ARTICLE 17
OVERTIME

This section shall not be construed as a guarantee of hours of work per day or per 
week, or a guarantee of days of work per week.

17.1 Overtime is defined as (a) any time worked outside of one’s regular 
schedule, or (b) any time worked on a paid holiday.

17.2 Overtime rates shall be paid under the following conditions:

(A) All overtime will be paid at one and one-half times the regular 
hourly rate of pay with the following exceptions:
- Twice the regular hourly rate of pay will be paid after working 

12 consecutive hours.
- Twice the regular hourly rate of pay for all hours worked on a 

second and each day thereafter of overtime assigned.
- Non-shift employees will receive twice the regular hourly rate 

of pay for overtime call outs.
- All training assigned outside of regular work hours will be paid 

at the one and one-half times the hourly rate of pay. Under no 
circumstances will double time be paid for training.
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(B) Nothing in Article 17 shall prevent the Company from exercising a 
Home Early Day when operating conditions allow pursuant to the 
12-hour shift schedule.

17.3 The Company shall have the right to assign overtime to qualified 
employees, and will make a good faith attempt to distribute overtime equitably over the 
calendar year. Overtime will be offered based on accumulated hours worked.  The low 
person in overtime who is qualified and available for the work, when practicable, will be 
the first person offered available overtime.  It is recognized that some employees may 
have specialized training or abilities, and plant conditions may require that such an 
employee work overtime without consideration of balancing overtime. When operational 
needs require, employees shall be available to work overtime if requested to do so. If 
overtime is an extension of the normal work day or occurs during a lunch period, it will 
normally be assigned to the employee who is doing the particular job at the particular 
work station needed for overtime operation.  All overtime scheduling must have prior 
approval by the appropriate supervisor.

17.4 No pyramiding of overtime and/or premium pay will be permitted, i.e., 
there shall not be payment of more than one overtime or premium rate for the same hours 
of overtime.

17.5 For the purpose of computing overtime pay, only time spent working shall 
be considered as hours worked.  Travel time in connection with overtime work shall be 
paid at the overtime rate. Vacation, sick leave, funeral, floating holiday and jury duty are 
considered as time worked. However, Jury Duty, Funeral or Sick leave taken will only 
be paid for and considered in the computation of overtime when the respective leave is 
within an employee’s normally scheduled shift.

17.6 Lost time due to general leave, personal business, unexcused absence and 
lateness shall not be considered as hours worked.  Hours worked on a Company 
recognized holiday shall be paid in accordance with this Article, in addition to the 
holiday received.

17.7 All overtime must be authorized by the employee’s supervisor or 
management prior to working overtime hours except in the case of an emergency at 
which time the overtime may be authorized by the employee’s supervisor after the 
emergency.

17.8 The Company shall furnish an appropriate meal or reimbursement when 
an employee is working overtime and is prevented from observing the normal meal 
practice. The meal or reimbursement is due every 5 hours during an overtime period 
except when the overtime is prearranged for a non-workday where the employee will 
provide the first meal (typically lunch).  The first meal is due 5 hours following the end 
of the employee’s lunch period or ¼ hour past the end of a 12-hour shift.  Time to 
consume such meal shall be considered as time worked, and in no event shall exceed one-
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half hour. In the event the employee foregoes the meal, the employee will be reimbursed 
$13.00 and one-half hour pay at the overtime rate for such missed meal.

ARTICLE 18
REPORTING ALLOWANCE

18.1 Reporting allowance is time for which an employee is paid, but during 
which no work is performed.  It is “allowed” as provided in this Article.

18.2 An employee who is scheduled or called out to work, and who reports for 
work on time, shall be paid not less than two (2) hours at the applicable rate unless the 
employee has been directed by the Company before the end of the employee’s previously 
scheduled shift or one (1) hour before the beginning of the employee’s next scheduled 
shift not to appear for work.  The Company will contact the employee at the employee’s 
telephone number of record most recently placed on file with the Company.  If there is no 
work in the occupation for which the employee reported, he may be assigned to other 
work.  

18.3 In the event that work cannot be provided due to work stoppage, failure of 
utilities to provide electricity, water, or gas for reasons beyond the Company’s control, 
failure of the sewer system, or interruptions of work caused by acts of God or any other 
reason beyond the control of the Company, the provisions of this Article do not apply.

18.4 When the Company deems it necessary, employees may be provided 
with electronic pagers in order to be available for operational contingencies or 
emergencies and for regular call-out obligations.  

ARTICLE 19
SAFETY

19.1 All employees shall comply with all safety rules and regulations 
established by the Company.  The Company will issue reasonable safety rules and 
regulations.

19.2 If an employee has justifiable reason to believe that his safety and health 
are in danger due to an alleged unsafe conditions, or equipment or unsafe work habits of 
others, he shall inform his supervisor immediately.  The supervisor shall be responsible 
for determining what action or equipment, if any, is necessary to make the job safe or the 
job shall be shut down.  If unsure about the safety criteria the supervisor may involve 
others in the assessment before rendering the decision.  

19.3 The Company and Union will establish a Joint Safety Committee which 
will meet at least twice each year to discuss safety concerns, new regulations, and 
accidents. Any recommendation from this Committee will be advisory in nature.

ARTICLE 20
NO STRIKE - NO LOCKOUT
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20.1 During the term of this Agreement, the Union, its agents, representatives, 
employees and persons acting in concert with it agree that they shall not incite, 
encourage, condone or participate in any strike, walkout, slowdown, sit down, stay-in, 
boycott, sympathy strike, sick-out, picketing, or other work stoppage, handbilling where 
handbilling may interfere with current or future operations, or any other type of similar 
interference with respect to the Plants; and it is expressly agreed that any such action is a 
violation of this Agreement.  Upon receipt of a written notice of a violation to the Union, 
the Union and its officers shall take immediate action and will use their best efforts to 
notify any Union officers, members, representatives or employees, or persons acting in 
concert with them, either individually or collectively, to cease and desist from any 
violation immediately and to return to work.  Nothing in this Agreement shall be 
construed to limit or restrict the right to any of the parties to this Agreement to pursue 
any and all remedies available under law in the event of a violation of this provision.  
Any employees inciting, encouraging, or participating in any strike, walkout, slowdown, 
sit down, stay-in, boycott, sympathy strike, sick-out, picketing, or other work stoppage, 
handbilling, where handbilling may interfere with current or future operations, or any 
other type of similar interference with respect to the Plants, or other activity in violation 
of this Agreement are subject to discipline up to and including discharge.

20.2 In consideration of the foregoing, the Company agrees that it shall not 
lock out or cause to be locked out any employee covered under the provisions of this 
Agreement.  The term “lockout” does not refer to the discharge, termination or layoff of 
employees by the Company, nor does “lockout” include the Company’s decision to 
terminate or suspend work at either Plant or any portion of either Plant for reasons 
unrelated to economic pressure on the Union or its members.

20.3 The Parties agree that any dispute under this Article, except employee 
discharges pursuant to Article 21.1, shall be submitted to the following arbitration 
procedure:

(A) The Grieving Party shall submit to an arbitrator designated in
subsection (B) below a sworn declaration containing, in 
reasonable detail, the relevant facts of the events giving rise
to the dispute, and alleging a threatened or existing breach of this
Article that shall cause or is causing irreparable harm.  This 
declaration shall be simultaneously served on the other Party.

(B) The declaration required under subsection (A) shall be submitted
to the first available arbitrator on the following list to consider
the dispute:

John Kagel Chris Knowlton
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Barbara Chaveny Claude Ames
Ken Silbert Gerald McKay
Barry Winograd Norman Brand
Frank Silver Jim Madison

(C) The arbitrator shall have the authority, pending a full hearing, to 
issue interim, preliminary, or temporary orders as well as a final
and binding decision following a hearing.

(D) Any interim, temporary, preliminary or final decision or order 
from the arbitrator, as well as the ability to compel compliance
with this procedure shall be enforceable by lawful judicial action
by a court of competent jurisdiction.

ARTICLE 21
GRIEVANCE AND ARBITRATION PROCEDURE

21.1 Should either party allege a violation of this Agreement, an earnest effort 
shall be made to settle such matters promptly in accordance with this Grievance and 
Arbitration Procedure.

21.2 Whenever possible, prior to filing a formal grievance, any employee or his 
designated Steward, having a complaint under the terms of this Agreement shall explain 
the matter to his supervisor.  The employee may request the supervisor to summon the 
Steward.  An attempt will be made to settle the complaint at this stage.  

21.3 Formal Grievances must be asserted and filed within ten (10) working 
days of when the grieving party knew or should have known of the alleged violation, or 
else they are barred.  The period shall commence to run on the day following the action 
complained of.  In case of disciplinary action, the Shop Steward will be present, if 
requested by the employee.

21.4 A steward may investigate and attempt to adjust a pending request, 
complaint or grievance.  The Company and Union will determine those employees to be 
present at any scheduled meetings by and between the Company and the Union during 
the time the employee’s grievance is discussed, provided the meeting(s) do not interfere 
with operations.

21.5 The Steps of the Grievance Procedure shall be as follows:

(A) Step One:  When the steward, employee and supervisor have 
been unable to resolve the complaint, it may be reduced to

writing and submitted as a formal grievance by the Business 
Representative to the Plant Manager and Human Resources 
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Manager, but no later than the ten (10) day time limit set forth in 
21.3.  The Union and the Company’s Human Resources Manager 
or designee shall discuss the grievance within ten (10) working 
days from the date of receipt of the grievance.  Either party may 
request a Local Investigating Committee (LIC) meeting to bring in 
witnesses, shop steward or grievant(s) to present the facts of the 
grievance issue.  Within ten (10) working days after the meeting 
between Company and Union or LIC, the Company shall answer in 
writing to the Union.  Within ten (10) working days after receipt of 
the Company’s answer, the Union will provide in writing a signed 
settlement or written referral to Step 2.

(B) Step Two:  In the event the issue is not resolved in Step One, it 
may be referred by either party to the Review Committee 
comprised of the Company’s Director of Operations and a Union 
Assistant Business Manager.  They shall meet within ten (10) 
working days and have the authority to, interview additional 
witnesses, send it back for additional information, settle or send to 
the next step. If the grievance is settled at this step, Company will 
provide the union a written settlement within ten (10) working 
days of meeting documenting the agreed-to settlement. Union will 
reply in writing within ten (10) working days of receipt of 
Company’s written settlement by either returning the signed 
settlement or a letter indicating settlement or refer the matter to 
Step three.

(C) Step Three:  Either party may request the Federal Mediation and
Conciliation Service to provide a list of no less than seven (7) 
qualified arbitrators by separately submitting the request directly 
to the FMCS.  Either party may reject a list in its entirety on one
occasion.  Within five (5) working days of receipt of such list,
the individuals to represent the parties at the arbitration hearing
and one other individual appointed by each party shall confer
to select an arbitrator by alternatively striking the name from the 
list  until one name remains who shall be the arbitrator.  The
parties shall flip a coin to determine who strikes the first name.
The date to be set for the arbitration shall be one which is mutually
agreed to by and among the arbitrator, the Union and the 
Company.  At this Step, the parties will also attempt to resolve
the issue in a manner that is satisfactory to both parties.  If an
agreeable settlement is not reached, the parties will jointly 
advise the arbitrator of the following agreed upon steps which
s/he is to follow in the rendering of his/her decision:

(1) The decision of the arbitrator shall be in writing and
shall be final and binding upon the parties.  The burden of proof
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for any decision shall be by a preponderance of the evidence.

(2) Back pay remedies shall be limited to a maximum of no
more than ten (10) months retroactive pay, unless it is shown that
the Company willfully and deliberately violated the Agreement.

(3) The arbitrator shall have no power or authority to add to or
subtract from or modify in any way the terms and conditions of 
this Agreement.  Where termination is at issue, the Arbitrator shall 
only have the power to adjudicate the issue of “just cause.” 

(4) All fees and expenses of the arbitrator shall be shared 
equally by the Company and the Union.

21.6 Failure to timely raise, file or appeal any grievance within the time limits 
set forth above will result in the grievance being waived; provided, however, that the time 
limits set forth above may be extended by the mutual written agreement of the parties
which will include an agreed-to date of extension.  Time limit extension requests must be 
written (email is acceptable), received and agreed-to by the other party by the time limits 
set forth in Step One or Step Two above.  It is agreed that no grievance shall be valid 
unless appealed within the time provided herein.  Where the grievance has not been 
appealed as provided herein, it shall be considered settled on the basis of the last answer 
given by the Company.  If the Company fails to respond in accordance with the time 
limits set forth herein the grievance will be settled as requested by the Union.

21.7 Any grievance affecting the hourly rate of an employee which is settled in 
favor of the employee shall not be retroactive to a date earlier than sixty (60) calendar 
days prior to the date the grievance was presented to the Company in writing in Step 1 of 
this procedure.  

ARTICLE 22
NO DISCRIMINATION

22.1 The Company shall not discriminate against any employee because of 
membership in or activity on behalf of the Union.  The Union shall not discriminate 
against, coerce, or intimidate any employee because of non-membership in the Union.

22.2 The parties agree that employees are entitled to equal employment 
opportunity and the parties will not discriminate against qualified employees or 
applicants by reason of his or her race, creed, religion, color, sex, national origin, age, 
disability, veteran status, marital status, perceived or actual sexual orientation or 
citizenship status, as these terms are defined and interpreted under the provisions of the 
following statutes, as amended:  Title VII of the Civil Rights Act of 1964, the California 
Fair Employment and Housing Act, the Rehabilitation Act of 1973, the Americans with 
Disabilities Act of 1990, the Age Discrimination in Employment Act of 1967, the 
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Vietnam Veterans Readjustment Act of 1974, the Family and Medical Leave Act, the 
California Family Rights Act, the Immigration Reform and Control Act of 1986, and any 
other applicable federal/state/local laws governing discrimination.  

22.3 The Company and the Union agree that no employee should be subjected 
to unlawful harassment on any basis prohibited by law, including sexual or racial 
harassment.

22.4 The Union acknowledges its obligation to abide by the laws, regulations 
and policies which prohibit discrimination, intimidation, or harassment.  The Union 
recognizes that bargaining unit employees must comply with the Company’s non-
discrimination policy and its policy against harassment.  The Union also recognizes that, 
should the Company determine that an employee is in violation of the non-discrimination 
or harassment policy, the employee may be subject to disciplinary action up to and 
including discharge.

22.5 If, pursuant to any court or administrative order or settlement of a lawsuit 
or charge under any anti-discrimination law, the Company must change or provide terms 
and conditions of employment inconsistent with this Agreement, the parties agree that 
said Court order or settlement terms shall supercede the provisions of this Agreement.

22.6 The parties agree that the Company may provide reasonable 
accommodation to the known physical or mental limitations of an otherwise qualified 
disabled employee or applicant pursuant to state and/or federal disability laws.  The 
parties agree to meet and confer regarding the accommodation and, if they cannot agree, 
the Company may implement any reasonable accommodation.

22.7 The Company and the Union agree to comply with the applicable 
requirements of the Family and Medical Leave Act of 1993 and similar applicable laws 
when and so long as such laws are in effect.  Such actions shall not be considered a 
violation of any provision of this Agreement, notwithstanding any other provisions of this 
Agreement, nor shall such actions be used as evidence of precedent or past practice in 
any subsequent situation.

ARTICLE 23
SAVINGS CLAUSE

23.1 In the event any clause or provision of this Agreement is ruled an “unfair 
labor practice” by the National Labor Relations Board or should become invalid by 
reason of present or future legislation, regulation, or decision by any court or other 
tribunal with jurisdiction, the remainder of this Agreement or the application of such 
provision to other persons or circumstances shall not be affected.  In such event, the 
parties shall meet within thirty (30) days to negotiate a substitute provision which will, as 
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nearly as possible, reflect the intent of the suspended clause in a lawful manner.  In any 
event, the No Strike -- No Lockout provisions contained in Article 20 shall remain in 
effect for the term of this Agreement as to any issue which might be addressed by
negotiating commenced pursuant to this Article.  

23.2   This Agreement constitutes the sole and entire existing agreement between 
the parties and completely and correctly expresses all of the rights and obligations of the 
parties.  All prior agreements, conditions, past practice, customs, usages, memoranda of 
understanding (MOU), letters of intent, arbitration findings, settlements of grievances, 
and obligations are expressly and completely superseded, revoked and terminated as of 
the effective date of this Agreement.  Nothing in this section is intended to abrogate any 
employee rights with respect to wages, benefits or discipline.  Fully signed 
understandings that will be included as part of this Agreement are:

Document Subject of Document Date on 
Document

Signed by 
Company

Date Signed 
by Union

Signed by 
Union

Memorandum of 
Understanding

Conditions of 
employment for 
employees who left 
PG&E to join SEI

10/27/2000 Mark 
Gouveia

10/28/2000 Jack McNally & 
Howard Steifer

Letter Agreement SF Sick Leave Ordinance 2/20/2007 Lisa Battles 2/12/2007 Hunter Stern
Memorandum of 
Understanding

Company’s Drug and 
Alcohol-Free Workplace 
Policy  (“Policy”) and 
Drug and Alcohol-Free 
Workplace Procedures 
(“Procedures”).

11/1/2008 Bill Greaves 11/1/2008 Tom Dalzell

23.3 The waiver of any particular instance or series of instances of any term or 
condition of this Agreement or any breach hereof by either party shall not constitute a 
waiver of such term or condition or of any breach thereof in any other instance.

23.4    Time is of the essence in this Agreement.  Any time period or time limit 
included in this Agreement has been carefully considered and represents the agreed 
absolute outside time limit within which the applicable action or right must be exercised.

ARTICLE 24
DURATION OF AGREEMENT

24.1 This Agreement is executed on November 1, 2013 and it shall remain in 
full force and effect for five (5) years through October 31, 2018 and from year to year 
thereafter unless either party serves written notice of their desire to amend, modify or 
terminate this Agreement at least sixty (60) days prior to the anniversary date. . If a notice 
of amendment has been filed with either party by the other, then this agreement shall 
remain in full force and effect until an amended agreement is concluded. The Company 
and the Union may mutually agree to amend or add to any provision of this Agreement 
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Summary of Benefits – Appendix A – CA Labor Agreement

Benefit plan Coverage details
Medical

Eligibility Upon employment – employee election
Options:

Year Plan Contribution

2014
2 United Healthcare Choice Plus plans

1 HMO – NRG Kaiser
NRG High Deductible Health Plan (HDHP)

Employee; EE +1; Family = 20%
Employee; EE +1; Family = 20%
Employee; EE +1; Family = 5%

2015
NRG Kaiser
NRG HDHP
NRG Platform $15 Copay POS
NRG Platform $30 Copay POS

Employee; EE +1; Family = 20%
Employee; EE +1; Family = 5%
Employee; EE +1; Family= 20%

2016
NRG Kaiser
NRG HDHP
NRG Platform $15 Copay POS
NRG Platform $30 Copay POS

Employee; EE +1; Family = 20%
Employee; EE +1; Family = 5%
Employee; EE +1; Family = 20%

2017
NRG Kaiser
NRG HDHP
NRG Platform $15 Copay POS
NRG Platform $30 Copay POS

Employee; EE +1; Family = 20%
Employee; EE +1; Family = 5%
Employee; EE +1; Family = 20%

2018
NRG Kaiser
NRG HDHP
NRG Platform $15 Copay POS 
NRG Platform $30 Copay POS

Employee; EE +1; Family = 20%
Employee; EE +1; Family = 5%
Employee; EE +1; Family = 20%

One time contribution to HSA  of $2,500/$5,000 for employees who elect to enroll in the 
Aetna HDHP during the 2014 open enrollment for calendar year 2014 or 2015 open 
enrollment for calendar year 2015 only.
Yearly contributions of $500/$1,000 in AETNA HDHP as proposed by the Company.

Monthly Employee Premium – term of contract NRG Platform Premiums                    
Retiree Medical Those who retire under this Agreement will pay 50% of the 

company’s medical premium in the plan they are enrolled in at 
the time of retirement. Plans can be changed during open 
enrollment. 

Dental
Eligibility Upon employment – employee election

Monthly Employee Premium – term of contract NRG Platform Premium 
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Summary of Benefits – Appendix A – CA Labor Agreement

Benefit Plan Coverage Details
Vision Plan
Eligibility Upon employment – automatic employee only; employee 

elects dependent coverage
Monthly Employee Premium NRG Platform Premium 

Tax Saver Upon employment – employee election (per IRS limits)

LTD NRG Platform LTD Plan
Eligibility 1st of month following 6 months employment 
Benefit Amount 66.67% pay replacement (after-tax paid benefit)
Maximum monthly benefit $12,000 
Monthly Employee Premium $0 Company paid

Non-contributory life NRG Non-contributory Life Platform Plan
Eligibility Upon employment
Benefit Amount 1 x pay

Monthly Employee Premium $0 Company paid

Contributory Life NRG Platform Contributory Life Platform Plan
Eligibility Upon employment – employee election
Benefit Amount Up to 6x pay 

Monthly Employee Premium NRG premiums - employee pays current premium

Business Travel Accident
Eligibility Upon employment
Monthly Employee Premium $0 Company paid
Benefit Amount NRG Platform

Dependent Life -spouse
Eligibility Upon employment
Benefit Amount/ Monthly Employee Premium NRG Platform Plan

Dependent Life - child
Eligibility Upon employment
Benefit Amount/
Monthly Employee Premium

NRG Platform Plan
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Summary of Benefits – Appendix A – CA Labor Agreement

Accidental Death & Dismemberment
Eligibility Upon employment
Benefit Amount NRG Platform Plan

Benefit Plan Coverage Details

Employee Assistance Program Upon employment – automatic no election

Benefit Amount 3 visits per year/per problem – no cost
Monthly Employee Premium $0 Company Paid

Employee Savings Plan-401(k)
Eligibility Upon employment 
Company Match 70% of first 6% of employee contribution, Effective 1/1/2009
Employee Contribution Percentage 1% to 30% of base pay, before and/or after-tax basis, not to 

exceed Internal Revenue Code limitations
Vesting of Company Match 100% 
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Appendix B
VACATION

Purpose
Annual paid vacation is for the purpose of rest and relaxation intended to benefit the employee’s health and 
efficiency.

Eligibility
Employees are eligible for paid vacation after completing six months of continuous service.  The only 
exception to this policy is for those employees who were hired from PG&E and their service was bridged 
upon employment with Mirant.  All previous service with PG&E is immediately recognized towards 
eligibility of annual vacation allowances.

Vacation Allowance
After you complete six months of continuous service, you are entitled to five days (40 hours) of paid 
vacation.  You will receive an additional ten days (80 hours) of vacation after you complete an additional 
six months of continuous service.

For each subsequent year of service, you will be credited with a vacation allowance on January 1.  The 
amount of vacation time to which you are entitled is based on the number of years of continuous service 
you will complete in the upcoming calendar year.  This allowance increases each January 1 of your 5th, 10th,
and 30th year of employment, as shown below.

Years of Service
Earned Annual Vacation

Number of Vacation days (hours)
Total Maximum

Vacation Allowance *

6 months 5 days (40 hrs.) N/A
1 - 4 years                10 days (80 hrs.) 30 days (240 hrs.)
5 - 9 years 15 days (120 hrs.) 45 days (360 hrs.)

10 - 19 years 20 days (160 hrs.) 60 days (480 hrs.)
20 - 29 years 25 days (200 hrs.) 75 days (600 hrs.)
30 or more years 30 days (240 hrs.) 90 days (720 hrs.)

Total maximum vacation allowance is the maximum earned vacation you may have on record.  See 
deferring your vacation for more information.

Part-time or Intermittent Employees
Employees who worked a part-time or intermittent schedule qualify for vacation after they have completed 
six months of continuous service.  However, the number of vacation days to which they are entitled is 
based on the ratio of straight-time hours actually worked (including paid sick leave, vacation, Workers’ 
Compensation of less than 110 workdays in a calendar year, and leaves of absence with pay) during the 
qualifying period.

Employees on Alternate Work Schedules
If you have worked an alternate work schedule (9/80, 4/10 or 12-hours), your vacation is recorded on an 
hourly basis and charged against your vacation allowance according to your regularly-scheduled work 
week.  For example, if an employee on a 4/10 work schedule takes vacation on a scheduled workday, 10 
hours of vacation will be recorded for that day.
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Appendix B
VACATION

Effects of Absence on Vacation
Full-time employees forfeit 1/12 (one twelfth) of the next year’s earned annual vacation for each 22 
consecutive workdays they are off due to:

unpaid leave of absence;
severance;
Long Term Disability; or
Workers’ Compensation of 110 workdays or more in a calendar year.

This policy does not apply to part-time or intermittent employees since only the hours actually worked are 
counted in determining vacation allowance.

Illness While on Vacation
If you should become sick or disabled while on vacation, you may request that your vacation be changed to 
sick leave for those days you were sick.  However, you must submit satisfactory medical evidence to your 
supervisor within 10 workdays of your return to work.

Scheduling Your Vacation
Employees may take vacation in 4 hour or full-day increments.  You cannot record vacation in less than 4 
hour increments, except to supplement holiday hours if working an alternate work schedule. 

Deferring Vacation
You are encouraged to take vacation each year in order to maintain your physical and emotional health.  
Nevertheless, there may be times when it is necessary for you to defer some of your vacation hours to the 
following year.

Unused vacation days will be automatically deferred to the next year; however, the total amount of vacation 
allowance (current and deferred) you may have on record at any time is limited to three times your current 
annual allowance.  If you defer more than two year’s annual vacation allowance, your new vacation 
allowance credited on January 1 will be reduced so that the total number of days does not exceed three
times your current annual vacation allowance.

Return to Work
Employees who terminate and who are later re-employed do not receive vacation credit for prior service.  
Vacation will be earned in the same manner as for new employees.

Vacation Pay Upon Termination
If you terminate employment (including retirement or death) or are severed, you will be paid a vacation 
allowance of 1/12 (one twelfth) of your annual vacation allowance for each 22 workdays worked beyond 
January 1 of the next year in which your employment terminates.  Any time for which you received pay 
while on sick leave, vacation, Workers’ Compensation of less than 110 workdays in a calendar year, or a 
leave off absence with pay is included in this calculation.  In addition, employees will be paid for any 
unused or deferred vacation.  Vacation pay is computed at the base rate of pay applicable to your regular 
classification at the time you terminate. 
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Appendix B
HOLIDAYS

Employees are eligible to receive holiday pay after completing their probationary period pursuant to Article 
8.4.  The parties recognize eleven eight-hour public holidays and one eight-hour floating holiday a year 
with pay.  The eleven recognized holidays are:

New Year’s Day            January 1
Martin Luther King, Jr. Day Third Monday in January
President’s Day Third Monday in February
Memorial Day Last Monday in May
Independence Day July 4
Labor Day First Monday in September 
Veteran’s Day November 11
Thanksgiving Day Fourth Thursday in November
Friday after Thanksgiving Friday after Thanksgiving
Christmas Eve December 24
Christmas Day December 25

Employees who work a 12-hour shift schedule:
Total holiday hours for all employees annually is 96 hours.  The following will be the recognized public 
holidays for 12-hour shift workers:

New Year’s Day January 1
Memorial Day Last Monday in May
Independence Day July 4
Labor Day First Monday in September
Thanksgiving Day Fourth Thursday in November
Christmas Eve December 24
Christmas Day December 25

When a Recognized Public Holiday Falls on a Weekend or Non-Workday
When a recognized holiday falls on a Sunday, it will be observed on the following Monday. When a 
recognized holiday falls on a Saturday, it will be observed on the preceding Friday.   Employees can elect 
to bank a holiday as another day off in-lieu of being paid for any holiday worked.  If an in-lieu day is 
elected, then it will be recorded as taken on their next scheduled day off. For 12-hour shift employees, if a 
holiday falls on a non-workday they will be paid for the holiday.

Part-time and intermittent employees receive pay for non-workday holidays only if they are regularly 
scheduled to work on that day.  The amount of payment an employee receives is equal to what the 
employee would have earned on that day had it not been a holiday.

Floating Holiday
Employees automatically qualify for one eight-hour floating holiday, and one 12-hour for shift employees, 
each year in which they have worked (including years in which you receive pay while on sick leave, 
vacation, Worker’s Compensation of less than 110 cumulative workdays in a calendar year, or a paid leave 
of absence).  An unused floating holiday can be deferred into the next calendar year

Part-time employees may use floating holiday hours (8 hours total) on days in which they are regularly 
scheduled to work.  However, they only receive floating holiday pay for the number of hours they are 
scheduled to work on that day.  For example, if a part-time employee works eight hours a day, three days a 
week, in order to receive floating holiday pay, the employee must take the floating holiday on a day he or 
she is scheduled to work, and the employee will receive eight hours of floating holiday pay.

Unused Floating Holiday Pay Upon Termination
If you terminate employment (including retirement and death) or are severed, you will be paid for all unused 
floating holiday hours upon termination.  
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Appendix B
SICK LEAVE

If employees cannot work because of illness or injury, employee’ sick pay benefits to replace all or part of 
pay.  Employees may also receive sick pay when time off is needed to care for a sick child, spouse, or 
parent.

Eligibility Requirements
Eligible employment classifications include:

Regular full-time employee
Regular part-time employee
Cooperative education student

Employees in the above classifications are eligible for basic sick pay on their first day of work.  Basic sick 
pay is paid at 100 percent of base salary.  Employees are eligible for extended sick pay after being 
employed by the Company for one year.  This includes time worked with an affiliate of the Company, time 
on a leave of absence, and time worked as a cooperative education student.  Extended sick pay is paid at 60 
percent of base salary.

For employees who have a break in service, the years of service before the break will count toward total 
years of service with the Company after being back at work for one year if:

The break in service is less than five years
The break in service is less than the years of service worked before the break

Benefits
Sick pay benefits depend on service with the Company:

Years of Service Basic Sick pay Benefits* Extended Sick Pay 
Benefits*

Less than 1 year 1 week None
1 year 2 weeks 24 weeks
2 years 4 weeks 22 weeks

3 years 6 weeks 20 weeks
4 years 8 weeks 18 weeks
5 years 10 weeks 16 weeks
6 years 12 weeks 14 weeks
7 years 14 weeks 12 weeks
8 years 16 weeks 10 weeks
9 years 18 weeks 8 weeks
10 years 20 weeks 6 weeks
11 years 22 weeks 4 weeks
12 years 24 weeks 2 weeks
13 years or more 26 weeks 0 weeks

NOTE:  Cooperative education students can earn one-half the sick pay of regular full-time employees.  
Regular part-time employees earn a percentage of the sick pay of regular full-time employees, based on the 
number of hours worked per week.
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Appendix B
SICK LEAVE

Work Hours Per Week Percent of Sick Days
20            50%
24            60%
30            75%
32            80%
35            88%

Employees may carry over any sick days that are not used during the year to the following year.  A maximum 
of 26 weeks of sick pay benefits can be accrued.

KIN CARE POLICY
Purpose 
Employees may use up to half, but no more that 40 hours per calendar year, to attend to a child, parent, 
spouse, domestic partner, or domestic partner’s child who is ill. All conditions and restrictions placed on an 
employee’s use of sick leave apply also to sick leave used for care of a child, parent, spouse, domestic 
partner or domestic partner’s child.

Scope
All California union employees covered by the Collective Bargaining Agreement.

Policy
For purposes of Kin Care leave use, a “child” is defined as a biological, foster, or adopted child; 

stepchild; or a legal ward. A “child” also may be someone for whom you have accepted the duties and 
responsibilities of raising, even if he or she is not your legal child.

A “parent” is your biological, foster, or adoptive parent; stepparent; or legal guardian.

A “spouse” is your legal spouse according to the laws of California, which do not recognize “common law” 
spouses (a union that has not been certified by a civil or religious ceremony). 

A “domestic partner” is another adult with whom you have chosen to share your life in an intimate and 
committed relationship of mutual caring, and with whom you have filed a Declaration of Domestic 
Partnership with the Secretary of State.

A “domestic partner’s child” is the biological, foster, or adopted child; stepchild; or legal ward of your 
domestic partner. A “domestic partner’s child” also may be someone for whom your domestic partner has 
accepted the duties and responsibilities of raising, even if he or she is not your domestic partner’s legal 
child.

Employees may receive Kin Care benefits for:
Home care
Hospital care, if necessary, as in the case of a child
The day of surgery
Physician visits
Hospital or other outpatient services as recommended by a physician

Employees may not receive Kin Care benefits for:
Well baby checkups
Extension of maternity leave of absence
Hospital visits while the patient is recovering from treatment
Routine checkups and physicals

Please note that time off needed to care for children, parent, spouse or domestic partner may qualify for Family 
Medical Leave. Employees should contact Unum Provident at (800) 313-0050 for additional information.
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Appendix B
MEDICAL LEAVES OF ABSENCE

Pursuant to the FMLA and CFRA laws, eligible employees who are unable to work for more than three 
consecutive workdays due to their own “serious health condition” may take up to 12 weeks of unpaid 
FMLA/CFRA leave in a 12-month period.  If the leave is taken due to pregnancy disability, the employee is 
entitled up to four months of medical leave while disabled due to pregnancy pursuant to California’s Fair 
Employment and Housing Act.  This four-month leave is separate from any childcare leave, which is 
available pursuant to FMLA/CFRA laws.

A Leave of Absence Application and Agreement Form and a Certificate of Health Care Provider, available 
at your local Human resources Department, must be submitted for approval.  Thirty-day’s written advance 
notice is required when the leave is “foreseeable”.  NRG may require a second and third opinion for re-
certification of an employee’s own serious health condition.  When released to return to work, employees 
return to your former or an equivalent classification and work location.

PERSONAL LEAVES OF ABSENCE
Eligible employees are able to receive up to 12 weeks of unpaid leave each year for specific family-related 
reasons.  However, there are certain restrictions, employee eligibility criteria and limitations for this type of 
leave, which your local Human Resources Department can provide additional information to you.

PERSONAL TIME OFF 
Purpose
To clearly define the process in the event an employee needs to request personal time off without pay.  

Policy Conditions
Employees are eligible to receive personal time off after completing their probationary period pursuant to 
Article 8.4.  NRG recognizes that there are times when personal circumstances require that an employee be 
away from work due to a rare emergency or urgent situation.  If an employee needs time off for personal 
reasons, the company provides vacation and floating holidays.  In the rare instance an employee needs to 
take additional time off with permission/without pay, the request must be made in writing to the 
employees’ supervisor.  The request must outline the reason and the anticipated duration of time off.  The 
company may ask for proof verifying the conditions of such a request.  Personal time off will only be 
granted on an exception basis and after all vacation and floating holidays have been used.

Supervisors must get approval to grant personal time off without pay, based on operating requirements, 
from their manager.  Requests such as this will only be granted for extenuating circumstances or extreme 
emergency situations and is not covered by any other policy or provision of the Collective Bargaining 
Agreement.  The maximum time off allowed is limited to 10 days.

Once approved or denied by the manager, supervisors will respond in writing to the employee outlining the 
conditions of granting the time off or not granted with an explanation of denial.

Managers should also consult with Human Resources prior to granting such time off to discuss consistent 
and practical application of these requests.
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Appendix B
FUNERAL LEAVE

Employees are eligible to receive funeral pay after completing their probationary period pursuant to Article 
8.4.  An employee will be allowed up to five days of paid leave if there is a death in the employee’s 
immediate family (spouse, domestic partner, child, parents, parents-in-law, brothers, brothers-in-law, 
sisters, sisters-in-law, son-in-law, daughter-in-law, grandparents, grandparents-in-law, and grandchildren).

An employee may take up to one day of paid leave if death occurs among the employee’s extended family  
(aunts, uncles, nieces, and nephews).  Full-time regular employees will receive their regular pay for the 
days taken, while part-time regular employees will receive a prorated portion of their regular pay (based on 
the number of hours they regularly work in a week).

Time off to attend the funeral of anyone deemed necessary to pay respect will be granted only with 
supervisors approval.  This time off may be granted in hourly increments.

An employee may use a floating holiday, or vacation days if additional time off from work is needed.  
While it normally will not be necessary, the Company reserves the right to require an employee to furnish 
proof of death and attendance at the funeral. 

JURY DUTY
Employees are eligible to receive jury duty pay for time normally spent working as part of an employee’s 
normally scheduled shift and after completing their probationary period pursuant to Article 8.4.  The parties 
recognize the importance of civic responsibility.  All employees are encouraged to participate as a juror or 
subpoenaed witness whenever they are called for service.  An employee who has been called for jury duty 
or as a subpoenaed witness must provide his or her supervisor with a copy of the notice as soon as possible 
so that work coverage can be arranged. If an employee is summoned to jury duty during hours other than 
the employee’s regular and customary shift, management will temporarily reassign the employee to a work 
shift that more closely coincides with the hours the employee is required to serve on jury duty. This
temporary reassignment may be made without regard to any restrictions on shift changes contained 
elsewhere in this agreement and without overtime obligations up to the scheduled hours for the reassigned 
temporary shift.

An employee who has been called for jury duty will receive his or her regular rate of pay for each day 
served.  Employees are required to attach proof that time was served on jury duty to the timesheet for the 
corresponding pay period(s).  Employees do not reimburse the Company for monies received by the court 
for service as a juror.

There will be no action taken against an employee who serves as a juror or subpoenaed witness. 

Any employee who is assigned to act in the role of a Lead for more than nine (9) consecutive months, shall 
be paid leave at the salary attached to such higher classification.

(NOTE:  This language is in addition to existing language of Appendix B and applicable to the appropriate 
leave sections, excepting that language which is in conflict.  In such cases where existing language 
conflicts, that language shall be deleted.)
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Appendix C
Target Base Wage Rate Table

Wages effective March 1 of 2014 – 2018

Level Qualification
3/1/2014 3/1/2015 3/1/2016 3/1/2017 3/1/2018
2.90% 2.90% 2.90% 2.90% 2.90%

4 Journeyman Maintenance & Control Operators $46.48 $47.83 $49.22 $50.65 $52.12 

3 Insulation & Coatings and Chemistry Technicians 
(see note below) $45.15 $46.46 $47.81 $49.20 $50.63 

2 Assistant/Outside Operators, Facilities and Sub-
Journeyman Maintenance $41.18 $42.37 $43.60 $44.86 $46.16 

1 Warehouse and Entry Level $34.52 $35.52 $36.55 $37.61 $38.70 

Level Qualification
3/1/2014 3/1/2015 3/1/2016 3/1/2017 3/1/2018
2.90% 2.90% 2.90% 2.90% 2.90%

4 Lead $48.49 $49.90 $51.35 $52.84 $54.37 

3 Lead $47.16 $48.53 $49.94 $51.39 $52.88 

2 Lead $43.17 $44.42 $45.71 $47.04 $48.40 

1 Lead $36.53 $37.59 $38.68 $39.80 $40.95 

Lead wage rates apply to regular and temporary assignments – see description of lead classification in Article 12.2

Note:  Employees hired at Step 2 shall receive Step 3 wages after completing 50% of their training program; no employee will 
receive a wage increase before completion of their probationary period.  Once all training requirements have been met and 
verified by management, then employees will progress to Step 4 wage level as appropriate.   Additionally, wage level 3 Chemistry 
Technicians who obtain a state water chemistry certification and pass the state certification test will progress to wage level 4.  The 
state water certification must be maintained in order to remain at wage level 4 for all Chemistry Technicians.
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