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NOTICE OF BOARD MEETING

The regular meeting of the Board of Directors of the Delaware County Eiectric Cooperative, Inc. will be held Tuesday, October 26, 2021 at 5:00 pm at the Go-

op's office, & North Depot Street, Delhi, New York to act on the following agenda.

AGENDA
[ Qpening Business:
A, Callto Order
B.  Roll Call - Determination of Quorum
€. Adoption of Agenda [packst page 1)

Il Consent Agenda:
A Minutes of September 28, 2021 [packet pages 2-5]

B.  New Memberships [packst page 7]

C.  Bad Debt Collection Report [packef page 8]
D.  Director Compensation [packet pages 9-10]
E.  Corporate Calandar [packet page 11]

The aim of Delaware
County Electric
Cooperative, Inc., is to
make electric energy
and related services
avallable fo members
at the lowsst cost
consistent with sound
economy and good

IH. Policy Review and Development; management.
A.  Review,
a.  Deposits [paciet pages 12-16]
b.  Management Benefifs [packsf pages 17-19]
¢, Safety Commiltee and Incident Investigation [packet pages 20-22)
d. Alcohol and Controlled Substances [packet pages 23-31]
B.  Development:
a.  Resolution to Address Over Collecticn for Aid to Construction [discussion]
b, Employee Selection and Dismlssal, Nepotism and Antl-Fraternization [acket pages 32-33)
. Idle Services and Change of Hands jpackef pagas 34-37)
V. Review Employment Manual: (packet pages 38-80]
V. General Manager's Report: [packst pages 81-86]
VI, DCEC's 77" Annual Meeting;
A Clarffication and Review of DCEC Bylaws and Absentes Batlot Deadlines [packet pages 87-88]
B, Review of 2021's Annual Mesting Minutes [handouts]
YII. Monthly Financlal Reports: [andout]
VI AIDEPP/COVID-19 Reporl/Update: [packet pages 89-94] Cooperative Stakeholders
IX. Resolution to Re-nstaterment of Accounting/Audit Firm; [handoul] *  Members
todic Pl Session O discussi * Employees
X, Strateqic Planning Session Cutcoms: [discussion] «  Community
XI, New 18 Month Editorial Calendar: [packst page 94] ¢ Business Pariners
XII. Update Bank Slenature Cards, Signalures Required from Approoriate Officers: [frandiouls] ° IgllJJpSpllers
9]
Xl Update CoBank's Incumbency Certificate, Signatures Required from all Officers: [handouf] o CFC
XIV. Notice of NRECA Director Election: [packst page G5, handou] o Federated
Lo o Other
XV. Insurangs Levels Revisw: [handouts] cooperatives
AVI. Cal Hollow Metering: [discussion] o NYSERDA
e . - »  Government
AVII. Holiday lters: 2021 Christmas Perty / Hofiday Food / Toy Drive: ipacket pages 97-99) Redqulat
) ors
XVill. Accldentfincldant Investigation Report & Review fhandouts) J
XIX. New Buslness:
XX. Fulure Business: 7
A, 2021 Annual NYAPP Conference, Virlua on Zoom, Wednesday, 10/27/21, - Friday, 10/29/21, additlonal information will be emailed by Admin Director

Pamela Benson when available

B. Finance Cemmittee Meeting, Wednesday, 14/3/21 @ 5 pm

a. Year-End Financial Projection (Capltal Credit Refirement Assessment & Formulary Rate Plaaning)
C. Regular Board Meeting, Tuesday, 11/23/21 @ 5pm

a. Report from Finance Committee Chairperson Menke

b. Cperating Plan/Budget Presented

¢. Proposed Board Meeting Schedule for 2022

d. Decision for 2022 | eglslative Conferenca/Scholarship

o. Procurement, Receiving, & Disbursement Policy

f. Vegetation Managemenl Update
D. DCEC's Christmas Party, 12/10/21, Bluestone Pub & Restaurant at Delhi Golf Course
E. CoBank facllitated Strategic Planning Discusslon, date TRD, Dalhi, NY - 2022
F. Cost of Service Study (COSS) ~ Summer of 2022
. NEAEC Director & Staff Education & Team Building Conference, postponed untif May 2022

XX, Executive Sesslon:

XXII. Adjournment:




Delaware County Electric Cooperative
Board Meeting Minutes
September 28, 2021

L. Opening Business: The regular monthly meeting of the Board of Directors of the Delaware
County Electric Cooperative, Inc. was held September 28, 2021 at the Co-op’s office, 5 North

Depot Street, Delhi, New York.

A. Call to Order: The meeting was called to order at 5:07 p.m. by President Oles.

B. Roll Call - Determination of Quorum:
Stephen Oles P
Edward Pick Jr.
Paul Menke
Laurie Wehmeyer
Kimberly Tosi
Steve Burnett
Jeffrey Russell

oo oY T e T

DCEC staff members that participated in-person were, DCEC’s CEO/General
Manager Christopher Evans, DCEC’s CFO Mark Canaizzaro, DCEC’s
Operations Manager Ryan Sullivan. DCEC’s Legal Counsel Jeffrey Clark from
Bond, Schoeneck and King participated via phone conference.

C._Adoption of Agenda: A motion was made by Director Burnett to approve the agenda
with the following addition, add to New Business A. Reinstatement of Late Payments
Penalties and Disconnections for Non-Payment Resolution. The motion was seconded by
Treasurer Menke. The motion passed.

II. Adjourn from Regular Board Meeting to Resume the Annual Organizational Meeting: A
motion was made to adjourn the regular meeting to resume the Annual Organizational Meeting
by Director Burnett, at 5:10 p.m. The motion was seconded by Treasurer Menke. The motion
passed.

A. Minutes from the Annual Organizational Meeting following the Annual Mtg: The

Board mutuaily agreed to approve the minutes as presented.



B. Reviewing Conflict of Interest Policy: Reviewed and forms were collected.,

C. Cooperative Officers Job Descriptions Review: Reviewed.,

D. Nomination and Election of Officers:

President: Director Pick was nominated by Director Burnett. This nomination was
seconded by Director Wehmeyer. This was an uncontested election and the Board
mutually agreed to appoint Director Pick as the Board President.

Vice President: Director Russell was nominated by Director Pick, This
nomination was seconded by Director Burnett. This was an uncontested election
and the Board mutually agreed to appoint Director Russell-as the Board Vice
President.

Secretary: Director Wehmeyer was nominated by Director Pick. This nomination
was seconded by Director Menke. This was an uncontested election and the Board
mutually agreed to appoint Director Wehmeyer as the Board Secretary.

Treasurer: Director Menke was nominated by Director Pick. This nomination was
seconded by Director Burnett. This was an uncontested election and the Board
mutually agreed to appoint Director Menke as the Board Treasurer.

E. Committee Appointments:

Finance Committee: President Pick appointed all Board members to serve on
the 2021-2022 Committee and for Director Menke to act as the Committee
Chairperson.

Organizational & Staffing Committee: President Pick appointed all Board
members to serve on the 2021-2022 Committee and for Director Russell to act
as the Committee Chairperson.

Insurance Committee: President Pick appointed himself and Director Burnett to
serve on the 2021-2022 Committee. No Chairperson was appointed.

HQ Project Committee: President Pick appointed himself and Director Russell
to serve on the 2021-2022 Committee. No Chairperson was appointed.

a. Consideration of adding an Annual Meeting Committee: Board mutually
agreed not to add any additional committees.




F. Adjourn Annual Organizational Meeting to Resume the Regular Monthly Board
Meeting: A motion was made by Treasurer Menke to adjourn the Annual
Organizational Meeting at 5:30 p.m. to resume the regular board meeting. The
motion was seconded by Vice President Russell. The motion passed.

I1I. Consent Agenda: A motion was made to approve the consent agenda as presented by
Director Burnett. The motion was seconded Treasurer Menke. The motion passed.

IV. Policy Review and Development;

A, Review:
a. Deposits Policy: Tabled.

b. Attorney: A motion was made to approve the policy with one amendment to
replace “Reviewed by Board of Directors Sept 28, 2021 with “Revised by
Board of Directors Sept 28, 20217, by Treasurer Menke. The motion was
seconded by Secretary Wehmeyer. The motion passed.

¢. Weapons: A motion was made to approve the policy as presented by Treasurer
Menke. The motion was seconded by Director Burnett. The motion passed.

d. Management Benefits: Tabled.

B. Development:
a. Over collection for aid to construction: Attorney Jeffrey Clark and Operations

Manager Ryan Sullivan to present a Resolution to the Board at the October
Meeting to resolve this issue. In addition to the Resolution Clark and Sullivan
to revise the Line Extensions for New Services policy to help resolve any
future issues.

V. General Manager’s Report: CEO/General Manager Christopher Evans covered specifies and
discussed key portions of his report.

VI. DCEC’s 77" Annual Meeting:

A. Signing of 2020’s Annual Meeting Minutes: Reviewed and signed.

B. Review of Member Questions: The Board advised Mr. Evans of some suggested
changes to the presented draft. CEO/General Manager Evans to revise before posting
message publicly.




C. Review of Annual Meeting: Reviewed. Board feedback included highlights of the event,
earlier promoting of absentee ballots and collection/tallying of ballots well in advance to
meeting,

VIL. Monthly Financial Reports: CFO Mark Cannizzaro distributed the monthly financial reports
(attached) to all present. CFO Cannizzaro reviewed margins including line 9, Customer Service
and Informational Expense of the Income Statement and line 24, Prepayments of the Balance
Sheet and provided arrears data trends and discussed potential relief from financial assistance
and disconnections,

VII. COVID-19 Report/Update: CEO/General Manager Evans reviewed the Hero Act and stated
that some of the CDC guidance is confusing and contradictory.

IX. Power Cost Risk Update: Reviewed the current legislation,

X. Strategic Plan Review: Briefly looked over the existing plan since CFC is schedule for a new
Strategic Planning Session on October 20, 2021.

XI. 4 — Year RUS Work Plan Review: Operations Manager Ryan Sullivan distributed a handout
(attached) and discussed upcoming years.

XTI, Shirt Order for DCEC Board: Reviewed.

XIII: Report about NRECA Region 1 & 4 Meeting from Attendees: President Pick gave an
update from the meeting,

XIV. NEAEC Director & Staff Education & Team Building Conference Update: Reviewed.,

XV. Approval of Christmas Hams: A motion was made to approve the purchase of Christmas
hams for employees, directors, grounds, and cleaning staff for the 2021 season by Treasurer
Menke. The motion was seconded by Director Burnett. The motion passed,

XVI. New Business:

A. Reinstatement of Late Payments Penalties and Disconnections for Non-Payment
Resolution: Motion was made to approve resolution as presented by Director Burnett,
The motion was seconded by Vice President Russell. The motion passed.

XVII. Future Business:
A. Regular Board Meeting, Tuesday, 10/26/21 @ 5pm




a) Finance Committee Meeting, Wednesday, 11/3/21 @ 5 pm

b) Year-End Financial Projection (Capital Credit Retirement Assessment)

¢) Resolution Securing the Accounting/Audit Firm

d) Vegetation Management Update (move to Nov.)

e) Procurement, Receiving, & Disbursement Policy (move to Nov.)

£y 77th Annual Meeting Minutes
B. CEC Strategic Planning, October 20th, details need fo be confirmed.
C. 2021 Annual NYAPP Conference, Virtual Conference on Zoom, Wednesday, 10/27/21, —
Friday, 10/29/21, additional information will be emailed by Admin Director Pamela Benson
when available
D. NEAEC Director & Staff Education & Team Building Conference, postponed until May
2022
E. DCEC’s Christimas Party, 12/10/21, Bluestone Pub & Restaurant at Delhi Golf Course
F. CoBank facilitated Strategic Planning Discussion, date TBI?, Delhi, NY - 2022
G. Cost of Service Study (COSS) — Summer of 2022

XVIII. Executive Session: A motion was made to go into executive session by Director Oles at
8:50 p.m. The motion was seconded by Vice President Russell. The motion passed. The
following staft were invited to stay for the executive session; DCEC’s CEO/General Manager
Christopher Evans. A motion was made to come out of executive session by Director Oles at
8:54 p.m. The motion was seconded by Vice President Russell. The motion passed.

XIX. Adjournment: A motion was made to adjourn the meeting at 8:55 p.m. by Director Oles.
The motion was seconded by Vice President Russell. The motion passed.

Respectfully submitted,

Laurie Wehmeyer
Secretary
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Delaware Counly
Electric Cooperative

RESOLUTION

October 26, 2021

BE IT RESOLVED, THAT WE, The Board of Directors of the Delaware County Electric
Cooperative, Inc., 5 N. Depot St., Delhi, NY 13753, do hereby authorize the transfer of
$1,243.03 representing uncollectible accounts for utility customers per the following
listing, to accumulated provision for uncollectible accounts.

ACCOUNT _SER. ADD. CUSTOMER SEASONAL RESIDENTIAL
18157001 HF 2-12-2 Tammy Scholze $ 1,101.42
18214001 DA 1-29-7H  Heather Dougherty 141.61

$ $ 1,243.03

October 26, 2021

SECRETARY

5 N Depot St., , P.O. Box 471, Delhi, NY 13753
Telephone: (607) 746-2341 Fax: {607) 746-7548 www.dce.coop
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DCEC Corporate Calendar Review

Last Updated 9/28/2021

September

Fleet Review (for budget planning) CEQ/Sullivan
ROW & Line-Inspection contracting Plan CEO/Suilivan
DCEC Annual Meeting VanZandt
Cooperative Officers Job Descriplions Review CEO/Board
Organizational Meeting of Board {incl. Committee appointinents) CEO/Board
Review and Submit Signed Disclosures for Conflict-of-Interest Policy for BD & Management CEQ/Board
NRECA Region | Annual Meeting CEQ/Board
NRECA Survey - Directors, Attorneys, Auditors CED

Complete Membership Survey - 3 year cycle, next 2021 (Sept-Dec) CEO

Renewal of LT, Life Ins, Dental, Business Travel & Ace [nsyrance CEQ/Cannizzaro
Confirm Summer Crew Visits Complete Soule/CEO
Strategic Plan Review CEQ/Board
4-year RUS Work Plan Review CLEO/Board
NRECA Salary Submittal {for benefits determinaticn) - " 1/15 report" Cannizzaro
Power Cost Risk Update to Board CEO

October

Year-End Financial Projection (Capital Credit Retirement Assessment) Cannizzaro/CEQ
Finance Committee Meeting (Apr/J uliQOct) Cannizzaro/CEQ
Re-Instatement of Accounting/Audit Firm (resclution) CEQ/Board
Capital Credit retirement - decision by Board CEQ/Board
Kick-off Budgeting Process {prelim capital budget) CEO

Employee Bnrollment Netice (125, life insurance, other) Cannizzaro

ERP Plan Exercise & Certification Soule

Vegetation Management Update to Board

CEO/Sullivan

Oneida-Madison EC Annual Meeting

Board

Steuben REC Annual Meeting Board
Coniact disconnected members - assess health impairment of no winter service Alwine
Inactive service repott for Operations to retire services Alwine
Economic Development Power audit responses CEO
Substalion Transformer Oil Testing Sullivan
Insurance Coverage/level Review CEQ/Bourd
All-Employee Meeting (last week October) CEQ/Cannizzaro
Confined Spaces Gag Tester Calibration Sullivan
November

Year-end Financial Projection (Formulary Rate Planning) CEO
Capital Credit Retirement (if applicable) CEO

Operating Plan/Budget Presented (Nov), Approved (Dec)

CEQ/Cannizzarg

Finalize Training Plan {incl. PREA)

CEO/Sullivan

ROW Clearing & Line Inspection contract approval

CEO/Sullivan

Employee Open Bnrollment

Cannizzaro

CEFC Membership Survey

Cannizzaro

NYPA 10-year Load Forecast

CEO/Sullivan

Newsletter notification - 3rd party notification for disconnect notices VanZand|
Change lead filter in coffee water supply CEO
Update DOT Unified Repistration Sysiem (URS) bi-annual update odd years Sutlivan
Renew DOT Unified Carrier Registration (UCR) annual ypdate Sullivan
Strategic Plan Review CEQ/Board
Power Cost Risk Update to Board CED

Year End Process {n Billing Kickoff Alwine
Send Double-Wood Letters fo Responsible Parties Sullivan
Conduet Annual Red Flag Refresher Training (Dec) & Present Red Flag Report to the Board CEO

(Jan.)
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€ DCEC

Dajaware County
Etectric Cooperative

POLICY
SUBJECT:  Deposits
POLICY:
Background:
Delaware County Electric Cooperative’s deposit policy is designed to assess the credit risk associated

with applications for service, while protecting the assets of our utility,

This policy authorizes use of 4 sereening tool called the ONLINIE Utility Bxchanye (o assess credit

It is important to note that most of our members will be charged no deposit, because they pose little
credit risk. Those members who have not established credit or pose substantial credit risk, as
identified by ONLINE Utility Exchange, will bear the financial burden of that risk through a credit-
based deposit policy.

FFhispolicy authetizesuse-of a-sereening tool called-the- ONEINE-Utility Exehangeto-assess-evedit
tiskeat-the-peint-of applieation-and charge-deposits-enly—to thosenembers-whe-pese-credit risk:

Deposit Criteria;
DCEC shall consider the status of the applicant and act according to the fotlowing criteria:

1. Service applicants who pose a low Delinquency Risk (Green Light returned on the ONLINE «
Utility Exchange) will be charged a deposit equal (0 ong (fines the avernge residential
monthly bill during the preceding 12 months po-depesit. e

2. Service applicants who pose a medium Delinquency Risk (Yellow Light returned on the
ONLINE Utility Exchange) will be charged a deposit equal to ene- two times the average
residential monthly bill during the preceding 12 months,

3. Service applicants who pose a high Delinquency Risk (Red Light returned on the ONLINE
Utility Exchange) will be charged a deposit equal to three times the average residential
monthly bill during the preceding 12 months.

4. A member who has had service terminated or has an unpaid utility bill returned by the
ONLINE Utility Exchange will be required to pay the maximum deposit, which is 3x the
average tesidential monthly bill during the preceding 12 months,

5. Except in cases where a service applicant has already provided a fraudulent social security
number, DCEC shall not require that an applicant provide their social security nutmber as a
requirement for service, However, it is our policy that applicants who refuse or are unable
(.., estates, corporations, LLCs, etc.) to provide their social security number pose a greater
Delinquency Risk and shall be charged the maximum deposit.

6. A service applicant who voluntatily provides a social security number that is identified as
belenging to a deceased person, nan-issued, belonging to a person under the ape of 18, or
belonging to a person ather than the applicant, or is otherwise fraudulent, shall be denied
service until that person supplies a valid social security number. Such matters shall be
handled in accordance with DCEC's Identity Theft Red Flag Prevention Policy.

7. Active members adding an additional setvice location are not required to pay a deposit,
except in special cases as described in numbered item 8§ below.

12
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Dalaware County
Electric Cooperative

8. Incases whers a service is being reconnected after disconnection for non-payment, the
reconnecting tnember shall pay the maxinmum deposit (described above), except that
members may request a one-time waiver following their first disconneetion for nen-payment,

ONLINE Uttlity — Method of Quantifyving Risk:

The ONLINE Utility Exchange is designed to screen service applicants to defermine their
Delinquency Risk based upon three criteria:

1. Social Security Number (SSN) verification;

2. Credit scare; and

3. Payment experience with other utility providers,

ONLINE Utility Exchange utilizes the industry standard calcvlation known as the Experian National
Credit Risk Model fo calculate a number between 0 and 1000. The Experian numbsr is then
converted fo a Delinquency Risk expressed as a percentage between 0% and 100%. Credit risk will
be defined as follows in relation fo the Experian caleulation:

Delinguency Risk (%) Credit Risk Definition

0.0% - 10.0% Low Risk — Green Light
10.1% - 25.0% Medium Risk — Yellow Light
25.1% - 100% High Risk — Red Light

Procedure for Using the ONLINE Utility Exchange;

Green iht (Low Rsk < 10.0%)

Depasit Docision -+

1.5%

Patential Dalinguancy Risk

Waive Deposit

)

Weive-the-member’a deposit-Charge-only- the-applieation-fee-and-any conneetio n-fees:-Cliarpe a
deposif equal te the avernge residential montlly bill duving the previeus 12 menths, If the application
is for a joint membership, both spouses must return a Green Light to have their deposit waived,
Otherwise, charge the deposit associated with the higher credit risk.

13



/DCEC

Delaware County
Electric Cooperative

Yellow nght (10 I% < Medlum Risk < 25 O/u)

e‘ ositﬂecisio

1 ?ﬂaﬁyﬂ

Fatantial Delinquancy Risk

Charge 1x Highest Monthly Usage

Charge a deposit equal to twice the average residential monthly bill during the previous 12 months,

The application fee, connect fee and deposit must be paid prior to the connect order being issued. If
the application is for a joint membership, charge the deposit associated with the higher credit risk. In
other words, if one spouse returns a Green Light and the other spouse returns a Yellow Light, the
deposit is determined by the spouse who returns a Yellow Light (Medium Risk).

Red Light (High Risk > 25, [%)
asit Declsion:

64.3%

Fotential Delinquency Risk
Charge 3x Highest Monthly Usage

Charge a deposit equal to three times the average tesidential monthly bill during the previous 12
months, The application fee, connect fee and deposit must be paid prior to the connect order being
issued. If the application is for a joint membership, charge the deposit associated with the higher
credit tisk. In other words, if one spouse returns a Green Light or Yellow Light and the other spouse
returns a Red Light, the deposit is determined by the spouse who returns a Red Light (High Risk).

Interest Paid to Members

Interest shall acerue monthly on member deposits at the simple interest rate of §,3% 0.0% per vear,
which is reflective of the composite yield of infermediate-term, A-rated corporate bonds, Iej ihe cost
of adminigtering the deposits of 1.75%. Thisraie is autematicafly updated December | of each year
based upon rales as of dhe Frst Friday of the. preceding Oglober-aAnmum-prevailing: munjeipal/publie

2SS ait e

{ M_(jteﬂn'illftlel de] PO Hﬁeu,rz{ mle%et forth-ipthe-H-NY-C Rl%—nruseuhmg, mlmﬂst—mtes

mt&ﬂae&mﬂ’eet—en—theéa{&th&e&leu%ﬂﬂmsﬁerfermed—fegﬁfé[es&ﬁﬁwha%mt&mﬂtes—}md-beeﬂ N
defined-inpriorversionsof-this-peliey.
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DCEC

Delaware County
Electric Cooperative

Procedure for Returning Deposits

A member’s deposit will be returned after 12 consccutive months of on-time payments or when
the member terminates service. They will receive their deposit, pius interest, net of any amounts
owed to the Cooperative. {n egses where the deposit is held longer than 12 months, the accrued

interest is crediled fo the member sceaunt annually ag an adjustiment o the utility bill of the

ersary monlh

RESPONSIBILITY: Billing Specialist and Billing Assistant

DELAWARE COUNTY ELECTRIC CQOPERATIVE, INC

Approved by Board of Dircctors
Revised by Board of Directors
Revised by Board of Directors
Revised by Board of Directors
Revised by Board of Directors
Revised by Board of Directors
Reviewed by Board of Directors

October 25, 2012
November 27, 2012
February 26, 2013
September 23, 2014
March 22, 2016
April 24, 2018
September 28, 2021

Reviewed by Board of Directors

Ociober 26, 2021
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Delaware County
Electrie Cooperative

POLICY

SUBIJECT: Contract Development and_Benefits for Management Employees

BACKGROUND:

Management employee benefits are similar to those enjoyed by union represented employees.

However, management employee benefits are not collectively negotiated. They are generally
mutually agreed terms of individual contracts with some potential variation{s) compared to
noh-exempt employees except when prohibited by law, policy, procedure or standard.

PROCEDURE:

In the case of the CEQ/General Manager contract, the Board President and Treasurer shall
negotiate the terms of the contract. In the case of CFO, Division Manager and other “non-
hourly” contracts, the CEO and Board President shall negotiate the terms of the contract(s).

Contract terms shall be no longer than 16 months and no shorter than 3 months such that
annual renewals have an effective date of 1 January.

Outlined benefits in this policy are subject to change based upon cooperative and employee
needs and/or terms and rates set by provider.

INSURANCE BENEFITS:

Management employee benefits shall consist of the following:

Medical/Rx: Excellus BlueCross BlueShield
Coverage begins 90 days after employment.
Employee pays 20% of current year premium of plan selected
Last $82 of deductible is responsibility of employee {single}.
Last $385 of deductible is responsibility of employee {other than single).

Retiree Medical: Consistent with benefits provided te other employees with the option to
purchase medical insurance coverage for himself/herself and their
dependents upon retirement from the Cooperative, if they retire with 10
years or more of service, based on the following schedule:
10-15 Years of Service: 100% of applicable Group Premium
15+ Years of Service: 50% of applicable Group Premium

Dental: NRECA Dental Benefits Plan
Coverage begins 90 days after employment.
Employee pays 20% of current year premium of plan selected

Vision: Employees and dependents each eligible for reimbursement for cost of
annual eye exam, frames and lenses or contact lenses, and Lasik surgery up
to a maximum of $500 per year or reimbursed up to $500 for private vision
insurance premium in a VSP or equivalent plan

Section 125 Plan: Employees may contribute to insurance premium-share, and to a Fexlble
Spending Account, on a pre-tax basis.
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Insurance Buy-out:

Life Insurance:

Accidental Death
And Dismemberment

Disability Insurance:

Business Travel
Insurance:

Option to opt-out of Medical/Rx and/or Dental insurance benefit and
receive payments per the following table.

Opt-Out Option Payment

Medical/Rx Opt-Out No less than $1,820 per year paid
weekly pro-rata

Dental Opt-Out No [ess than $180 per year paid
weekly pro-rata

Employee covered @ 2x base salary

Dependents covered @ 510k per dependent

Additional employee dependent life insurance available at employee
expense

Max $1 million NRECA insurance provided for employee at no cost to

.employee

Guardian Short Term Disability Insurance (26-week benefit) provided at no
cost to Employee

NRECA Long Term Disability insurance {26-week waiting period) provided
at no cost to Employee.

Provided at no cost to Employee.

RETIREMENT & PTO BENEFITS:

Retirement:

Vacation:

Holidays:

Sick Days:

FRINGE BENEFITS

401k Savings Program offered through NRECA. Employer contribution
7.0% and up to an additional 3.0% matching contribution dependent upon
employee cantribution,

Employee may participate in an NRECA-managed Roth 401k investment
plan (no employer contribution).

As specified in employment contract or offer letter.

10 scheduled paid Haolldays
+ 3 Floating Holidays
+ 2 Personal Days

As specified In empioyment contract or offer letter,

Management employee negotiated benefits in addition to insurances, retirement and PTO

(which may be included as part of the contract) can include but is not limited to the following:

Deferred
Compensation;

Signing Bonus:
Relocation Assistance:

Company Vehicle:
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RESPONSIBILITY: CEQO/General Manager and CFO

DELAWARE COUNTY ELECTRIC COOPERATIVE, INC

Approved by Board of Directors August 27, 2013
Revised by Board of Directors September 22, 2015
Revised by Board of Directors March 28, 2017
Revised by Board of Directors July 24, 2018
Revised by Board of Directors September 3, 2020
Reviewed hy Board of Directors September 28, 2021

Reviewed by Board of Directors October 26, 2021
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POLICY

SUBJECT: Safety Committee and Incident Investigation

POLICY:  Per New York Labor Law Section 27-D, effective November 1, 2021
Employees to establish a joint labor-managerment workplace safety committee to rajse

safety. An employer must allow the designees to attend training (without loss of pay)
on the function of worker safety committees, the rights established under this new law,
and an introduction to occupational safety and health. Furthermeore, employers are
prohibited from (i} interfering in the selection of employees who shall serve on such
cormmittee; {ii) interfering with such employees’ performance of the duties for the
workplace safety committee: and (iii) retaliating against any employees participating in
the establishment or activities of a workplace safety committee. Employers who violate
the anti-retaliatory provislons of this law may be subject to civil penalties Under the

limited to:

(a) Raise health and safety concerns, hazards, complaints and viglations to the
employer to which the employer must respond.

(b) Review any policy put in place in the workptace required by any provision of
the New York labor law or workers’ compensation law and provide feedback to such
policy in a manner consistent with any provision of law.

{c) Review the adoption of any policy in the workplace in respanse to any health
or safety law, ordinance, rule, regulation, executive order, or other related directive.

(d} Participate in any site visit by any governmental entity responsible for
enforcing safety and health standards in a manner consistent with any provision of
law,

(e) Review any report filed by the employer related to the health and safety of the
workplace in a manner consistent with any provision of law,

(f} Regularly schedule_a committee meeting during work hours at least once a

quarter,

The Delaware County Electric Cooperative, Inc. (the Cooperative) shall investigate all
incidents that adversely impact the safe operations of the Cooperative. Incident
investigations shall be conducted in the spirit of the Cooperative’s overall safety
improvement program. Investigations are intended to lead to safety improvement and will
only result in disciplinary action in the event of willful or repeated safety violations on the
part of employees or managers. The purpose of an incident investigation is to determine the
root causes of each incident and to provide solutions that reduce the likelihood of similar
events,

DEFINITIONS

Safety Committee must be composed of employee and employer designees, with at [east two-thirds
of the committee being non-supervisory employees. Those employee members of the committee
shall be selected by, and from among, non-supervisory employees. As a callective bargaining

5 North Depot Street, P.O. Box 471, Delhi, NY 13753
Telephone: (607) 746-2341 Fax: (607) 746-7548 www.dce.coop
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agreement is in effect, the collective bargaining representatives (Stewards) shall be responsible for
the selection of employees to serve as members of the committee.

The committee must be co-chaired by a Manager (an employer representative) and a non-
supervisary employee representative. Furthermore, multiple committees may be created in cases

Incident shall be defined as any event that adversely impacts the safe operations of the Cooperative, its
employees and members. Categories of incidents include work-related injuries, occupational illnesses,
property damage (Cooperative or other), spills, fires, and near-miss events.

Incident Investigation Team shall be defined as a three member group consisting of the System
Coordinator and 2 other members of the Safety Committee, When the System Coordinator is unable to
lead an Incident Investigation in a timely manner, the Safety Coordinator or the General Manager may
appoint another employee or manager to lead the Incident Investigation Team. If a substitute is appointed
for the System Coordinator for a particular Incident Tnvestigation, then the substitute shall assume all of
the System Coordinator’s responsibility for that Incident Investigation.

Incident Report shall be defined as a document utilizing the standard report form in use by the Safety
Committee at the time of the Incident. The Incident Report shall include analyses of all potentially causal
elements including task, materials, environment, personnel, equipment, training and management, The
Incident Report shall make recommendations to prevent recurrences of similar Incidents.

Incident Investigation shall be defined as a deliberate set of actions taken by an Incident Investigation
Team, the purpose of which is to identify root causes of Incidents and make recommendations to prevent
recurrences of similar Incidents. It shall include interviews, document and procedure review, data
collection, site visits and any other activity consistent with this purpose.

TIMELINE

The Incident Investigation shall begin as soon as practical after an Incident, but never longer than 3
business days after the Incident. The field portion of an Incident Investigation, including intervicews, site
visits, and data collection shall be completed within 15 business days of the Incident unless impractical
due to the nature of the Incident Investigation. For example, if a police report is required by the Tncident
Investigation Team and that police report is unavailable for 20 days, then the Incident Investigation
timeline would need to be extended. Unavailability of staff due to conflicting operational priorities shall
not justify failure to complete an Investigation within 15 days. A draft version of the Incident Report
shall be completed within 20 business days of the Incident unless impractical due to the nature of the
Incident Investigation, The General Manager shall review the draft Incident Report within 5 days of
receiving it. The General Manager may approve and sign off on the Incident Report or refer it back to the
Incident Investigation Team with specific recommendations to resolve insufficiencies of the draft report.

DISCIPLINARY ACTION
In cases of willful or repeated disregard for safety, employees shall be subject to progressive discipline up

to and including discharge, subject to the requirements of the current applicable collective bargaining
agreement.

RESPONSIBILITIES

All employees of the Cooperative are responsible to report or cause to be reported each Incident they
witness. Incidents may be reported to a supervisor or to any manager of the Cooperative.

5 North Depot Street, P.O. Box 471, Delhi, NY 13753
Telephone: (607) 746-2341  Fax: (607) 746-7548 www.dce.coop
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The System Coordinator and Operations Manager or Safety Manager, as the ex-officio chairs of the
Cooperative’s Safety Commiitee, shall have responsibility to lead or designate the leader of each Incident
Investigation. With each incident, Tthe System-Coordinator Chairs shall appoint a team of 3 persons,
eaeh-of whom shali be a member of the Cooperative’s Safety Committee, to investigate each-Incident.

Each member of the Incident Investigation Team shall participate in site visits, interviews, picture taking,
sketching, mapping, and gathering of artifacts as appropriate to the circumstances.

The System-Geordinatoris Safety Committee Chairs are responsible for coilecting the materials and
creating an Incident Report, which is complete, accurate, and legible.

Each member of the Incident Investigation Team shall be given the opportunity to annotate the report to
point out disagreements regarding facts, causes, or solutions related to the Incident.

The System-Ceerdinator-is Safety Committee Chairs are responsible for delivering the draft Incident
Report to the General Manager. ‘The report may be submitted electronically or in hard copy.

The General Manager is responsible for reviewing the draft Incident Report and approving it or referring
it back to the Incident Investigation Team for further work. The General Manager may refer the draft
Incident Report to the Cooperative’s attorney or other appropriate advisors for additional review and
comment. The General Manager is also responsible for assigning tasks consistent with the
recommendations in the Incident Report. Each task assignment shall have a due date and a clearly
indicated responsible individual for completing the task. The General Manager is also responsible for
following up on task completion until all assigned tasks are complete.

The General Manager shall provide a copy of each approved Incident Report to the Board of Directors at
the next regularly scheduled meeting of the Board or as soon as practical thereafter.

Fhe-System-Coerdinater Qne or all of the Safety Committee Chairs is respounsible for providing an oral
summary of the Incident Report at a regular safety meeting within 3 months of report submission to the
General Manager.

DELAWARE COUNTY ELECTRIC COQPERATIVE, INC.

Approved by Board of Directors April 23, 2013
Revised by Board of Directors July 28, 2015
Revised by Board of Directors September 25, 2017
Reviewed by Board of Directors October 26, 2021

5 North Depot Street, P.O. Box 471, Delhi, NY 13753
Telephone: (607) 746-2341 Fax: (607) 746-7548 www.dce.coop
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POLICY
SUBIECT:  Alcohol and Controlled Substances
POLICY:

POLICY STATEMENT
The chjective of this Policy is to set forth the Cooperative’s requirements for drug and alcohol
testing. This policy is designed to provide employees with information and resources,

All employees must comply with the requirements of this policy, Failure to comply may result in
employee discipling, including, but not limited to, immediate termination.

DEFINITIONS OF TERMS, AS USED WITHIN THIS POLICY:

Aleohol: The intoxicating agent in beverage alcohol, ethyl aleohel, or other low molecular
weight aleohols including methyl and isopropyl aleohol,

Controlled Substance: The U.S. Department of Transporiation $-panel list of drugs, as described
in Appendix | to this Policy, and as may be amended from time to time by the U,8, Department
of Transportation in Code of Federal Regulation Part 382,

Post-feeident Incidant Sereening: Alcohol and controlled substances screening required afier
motor vehicle crashes or other incidents mvolvmg

* g human fatality,
»_bodily injury with immediate medical treatment away from the scene in
» -cases where a citation is issued to the deiver emnployee, and

#__disabling damage to any motor vehicle requiring tow away where a citation is issued
to the driver,
o Hatimated damages in excess of $3000.00 (o equipment and/or property

drug or dlmhnl {u;( is nm wllulul on- snc contacta u)l Iu.llcm site lo achmlule ihe ’LLS[ Wllllill 4

IlOll[‘S chndirm upon Lirulnmlﬂm‘u and um(!ilinn ni‘th unnlovu_ l)iom Hestimaybe

Lhe employee under suspicion should nol be allowed to drive hemselves (o the coliection site
(or (*Isnwhc_,__} without a negative drug test result,

Randont Screening: Monthly aleohol and controlled substance screening whcreby employees are
selected randomly, by the Cooperative’s independent 3* party testing service, from a list of all
employees. Percentage rates for selection of CDL drivers and those in the supervisory chain of

-
-
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V.

CDL drivers, shall comply with minimum annual percentage rates as defined in §382.305 of the
Code of Federal Regulations.

Reasonable Suspicion Sereening: Alcohol and controlled substances sereening required any tme
the Cooperative has reasonable suspicion to believe that the employee is under the influence of
alcohol or a controlled substance while on the clock, either on Cooperative property or in the
field. Reasonable Suspicion must be based on specific, contemporaneous, articulable
observations concerning the appearance, behavior, speech, or body odors of the employee, The
required observations for Reasonable Suspicion Screening shall be made by a supervisor or
Coaoperative employee who is trained in accordance with §382.603.

reasonable suspicion for & drag test. This protects both the sapervigor and Lhe employec,
«__ Drug and aleohq] testing should be done-promptly within 4 hours afier removing the
cmployee from duty. T¥ the drug or aleohol test is not collected on-site, conlact o
collection site 1o schedule the fest,
+__The employee nider suspicion shoald not be allowed to drive themselves o the
collection site (or elsewhere) without a negative drug test rosult, A supervisory cmployee
or member of management shall agcompany the employee o/from the esting facility,

Second Chance: The Cooperative's position with respeet to a failed drug or alcahol test for a
gurrent employee, which allows the Cooperative’s General Manager to apply judgement in
cerlain agpeets of the Cooperative’s respense to a failed drug or alcahol test by a current
employee in accordance with paragraph XII of this palicy,

Zero Tolerance: The Cooperalive’s position with respect to a failed drug or alcohol test for a
prospective employee, which prohibils the hiring of any prospective employee who fails a drug
or alcohol test as part of their pre-employment sereening in accordance with paragraph XI of this
policy.

APPLICABILITY
Except as noted in Article VI (Prescription Drugs) and Article VI (Alcohot and Controlled
Substances Screening), this Policy applies equally to all employees of the Cooperative, including
exempt and non-exempt, those with and without CDLs, those with and without supervisory
responsibility, those within and outside of the collective bargaining units, and those with and
without employment contracts.

ALCOHOL AND CONTROLLED SUBSTANCES PROHIBITION
Consumption of alcoholic and/or controlled substances while working or on Cooperative
property is prohibited during working and non-working hours, Consumption of alcohalic and/or
controlled substances while on-call is prohibited,

Additionally, employecs who hold a CDL license must not consume aleohol four hours prior to
arriving on duty, and must not consume alcohiol for eight hours following an accident, or until
the employce receives a post-aceident test, whichever comes first,
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VIL

VI,

IX.

An employee shall not report for duty or remain on duty when the employes uses any controlled
substance, except when the use is at the instruction of » physicion whe has advised the employes
that the substance does not adversely affect the employee’s ability to perform safety-sensitive
functions including operaticn of a motor vehicle.

IMPAIRMENT DISCLOSURE REQUIREMENT
If'an employee is asked to repart for duty, either for a scheduled shift or for unscheduled
overtime, he/she must immediately disclose if he/she has consumed aleoho! or ingested or been
exposed to controlled substances which would impair his/her ability to immediately respond to
work and work safely and effectively, As soon as responsibly possible thereafter, the employee
which was impaired needs to report his/her availability to the proper dispatcher or supervisar,

CONVICTION DISCLOSURE REQUIREMENT
Ih accordance with the federal Dirug-Free Workplace Act of 1988, the employee must notify the
Cooperative within five (5) calendar days if the employee is convicted of a criminal drug
violation in the workplace,

PRESCRIPTION DRUGS
The empleyee is responsible for reperting impairment caused by drugs even if the employee has
a valid prescription to take the drug. Employees whao do not hold & CDL license and who are not
in the supervisory chain of CDL drivers are permitted by New York State law to use medical
marijuana in accordance with a legal prescription. Under New York State law, employees who
use medical marijuana are provided protections as “disabled.”

Employees who hald a Commercial Driver’s License (CDL) and employees in (he supervisory
chain of CDL holders are prohibited by the US Department of Transportation {DOT) frem taking
certain controlled substances, including marijuana, even if the employee has a valid preseription
for the controlled substance, Notwithstanding any New York State law to the contrary, if a CDL
driver or an employee in the supervisory chain of CDL drivers fails a controiled substance test
due to marijuana, that employee will be subject to appropriate disciplinary action in accordance
with DOT regulation (Code of Federal Regulation, Part 382), regardless of whether the employee
has a valid prescription for the marijuana,

SELF-REFERRAL
The Cooperative encourages self-referra] for employees who are struggling with drug or alcohol
issues. The Cooperative requires a confidential Employee Assistance Program (EAP), which can
assist an employee in need of counseling and treatment. Being in & treatment program does not
excuse an employee from their obligation to disclose impairment to the Cooperative,
Appropriale disclosure by an impaired employee will be a favorable factor in determining that
employee’s status with respect to appropriate disciplinaty actions or Return To Wark
agreements.

ALCOHOL AND CONTROLLED SUBSTANCES SCREENING
All praspective employees for full-time, part-time, temporary, or any other form of employment
at the Cooperative shall be subject to a pre-hire drug and aleohol sereening. All employees,
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regardless of whether they possess CDLs, shall be subject to the following types of alcohol and
controlled substances testing:

« Random Screening

» Reasonable Suspicion Screening

e Post-Accident Screening
All alcohol and controlled substances screening shall be administered by 4 third-party alcohol
and controlled substances soreening company sclected and hired by the Cooperative. Except as
provided in Article VI {Prescription Drugs} of this Policy, the quantity, type, and procedure of
{ests to be performed on all employees by the third-party alcohol and controlied substances
sereening company shall be in accordance with DOT regulations governing CDL drivers,
regardiess of whether the employec being tested is a CDL driver or not, For CDL drivers and
employees in the supervisory chain of CDL drivers, the quantity, type, and procedure of tests to
be performed shall be in accordance with all DOT regulations governing CDL drivers,

X.  BLOOD ALCOHOL CONCENTRATION LEVELS
A Blood Alcohol Concentrations (BAC) greater than or equal to 0.04 shall be a positive test and
shall constitute a failed test for an employce. A BAC greater than 0.02 but less than 0.04 shall
not perform or continue fo perforn safety-sensitive functions, including operating a motor
vehicle, for twenty-four (24) hours following the BAC test. A BAC less than 0.02 shall be a
negalive test and shall be treated the same as a BAC of 0.0,

XI.  ZERO TOLERANCE FOR A FAILED ALCOHOL AND CONTROLLED
SUBSTANCES TEST BY A PROSPECTIVE EMPLOYEE
All prospective employees will be tested for aleohol and controlled substances. The Cooperative
has zero tolerance for any failed drug or alcohol test by any prospective employee. Prospective
employees who fuil a drug or aleohol test shall not be permitted to waork at the Cooperative,

XIl. SECOND CHANCE FOR A FAILED ALCOHOL AND CONTROLLED
SUBSTANCES TEST BY AN ACTIVE EMPLOYEER
An employee who has a verified controlled substances test result, or who has an alcohol
concentration of 0.04 or greater shall be removed immediately from his or her safety sensitive
functions and must also be evaluated by a substance abuse professional,

The Cooperative may, at the discretion of Cooperative’s General Manager, in consultation with
the Board President and Cooperative’s attorney, offer & second chance to an active employee
who has failed a drug or alcohol screening, depending on the nature and circumstances of the
failed drug or aleohol sereening. The following is a partial list of factors that may be considered
by Cooperative management in determining whether a second chance will be offered fo an
employee who has failed a drug or alcolol test and is provided for illustration only:

¢ Did the employee willfully place the health and safety of other employees, members, or
the public in jeopardy?

* Did the employee aperate Cooperative vehicles or equipment while under the influence
of drugs or alcohol?
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+ Did the employee take drugs or alcoho! on Cooperative property or while on the clack for
the Cooperative?

[fan employee is given a second chance, the employee may, at the sole diseretion of Cooperative
management, be required to participate in appropriate treatment or counseling, show proof of
participation in appropriate treatment or counseling, submit to additional scheduled drug and/or
alcohol screenings, and work in a different position and at a different pay rate than his or her
normal position, until Cooperative management determines, at their sole discretion, that the
employee is ready to return to a normal status.

REFUSAL TO SUBMIT TC A REQUIRED ALCOIOL OR CONTROLLED

SUBSTANCES TEST
Nao emplayee shall refuse to submit to any alcohel or controlled substance test as required by this
Policy. “Refusal to submit” includes refusal to take the test; inability to provide sufficient
quantities of breath, saliva, or urine to be tested without a valid medical explanation; tampering
with or attempting to adulterate the specimen; interfering with the collection procedure; not
immediately reporting to the collection site; failing to remain at the collection site until the
collection process is complete; having a test result reported by a Medical Review Officer as
adulterated] or substituted; or leaving the scene of an accident without a valid reason before the
tests have been conducted,

Refusal to submit shall preclude the employee from performing or continuing to perform safety-
sensitive functions and shall make the employee subject to the sume reguirements and
disciplinary actions as if the employee had failed the required alcohol or controlied substance
test,

RETURN TO WORK AGREEMENTS
The Cooperative may require an employee who has selt-referred or who has failed a drug or
alcohol test to execute a Return To Work agreement.

If an employee, prior to being subjected to disciplinary action, or where disciplinary action has
been held in abeyance during the pendency of treatment - engages in appropriate treatment, he or
she may be required to execute a Return To Work Agreement prior to refurning to work,

Such Return To Work Agreement will include:

« verification of the employee’s participation in a treatment program,

* the employee’s commitment to maintain the preseribed regimen for continued wellness
and aftercare

* authorization by the employee to appropriate Coaperative representatives to discuss
compliance with the foregoing requirements, but limited to a need-to-know basis and
maintaining privacy particularly with respect to medical records,

= the employee’s commilment to adhere to the Cooperative’s policies and requirements of
the DCEC Employment Manual,

+ the employee’s authorization to conduct additional drug or atcohol testing if appropriate,
and
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o an acknowledgement that a violation of the Returm To Work Agreement will result in
immediate termination.

XV. REPEATED VIOLATIONS
An employee who has failed an alcohol or controlled substances screening, and then
subsequently fails another alcohol or controlled subsilances screening, shall be terminated, to the
extent permitted by law. Specifically, the Cooperative shall comply with federal or New York
State law in cases where employees’ use of alcohol or a controlled substance is protected under
federal or New York State law as a condition of their “disability.” Notwithstanding any New
York Staie law to the contrary, CDL drivers and employees in the supervisory chain of CDL
drivers shall be prohibited from using marijuana, in aceordance with superseding federal statute.

When interpreting this article, a second failed aleohol or controlled substance screening could be
a Random Sereening, a Reasonable Suspicion Sereening, or a Post-Accident Screening.

XVI. USEOF I'AID TIME OFF (PTO) FOR TREATMENT OF DRUG OR ALCOHOL
RELATED ISSUES
Active employees of the Cooperative are permitted to use their PTO, including sick time,
personal time, and vacation time for the purpose of participating in drug or alcohol treatment
programs, subyject to the limitation of other Cooperative policies and applicable collective
bargaining agreements.

XVIl. CLEARINGHOUSE REQUIREMENTS

As of January 6, 2020, the Federal Motor Carier Safety Administration (FMCSA) created a
repository that collects information on drivers’ DOT drug and alcohol violations oceurring under
an employer’s testing program, Employers are required to report DOT drug and alcohol testing
program violations to the Clearinghouse, including when a driver:

« Tests positive for drugs or alcohol;

» Refuses drug and alcohol testing; and

= Undergoes the return-to-duty drug and alcohol rehabilitation process.

The Clearinghouse will collect and maintain the following records:

» Verified positive, adulierated, or substituted drug test result;

s Alcohol confirmation test with a concentration of 0.04 or higher;

* Refusal to submit to any test required by Subpart C of Part 382;

» Bmployer’s report of actiad knowledge, as defined by § 382.107, including:
o On duty alcohol use (§ 382.205)
o Pre-duty aleohol use (§ 382.207)
o Alcohol use following an accident (§ 382.209)
o Conirolled substance use (§ 382.213)

« Substance Abuse Professional report of the successful completion of the return-to-duty

process; and
¢ Employer’s report of completion of follow-up testing.
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The Clearinghouse will assist the Cooperative in learning of a driver’s need to start or continue
with the necessary steps mandated in the DOT return-to-duty process in ovder to safely operate a
commercial motor vehicle.

EMCSA requires the Cooperative to:
¢ Query the system tor informatior on driver applicants; and
s Search the database annually for cutrent employees,

Before the Cooperative may gain access to the Clearinghouse information, a driver is required to
provide consent. Failure to provide such consent would effectively prevent the Cooperative from
using the driver in a safety-sensitive function,

A driver can review his or her report at no cost by registering with the Clearinghouse.

XVIIL.  EDUCATION
A goal of this policy is to assist employees to proactively manage their own relationships with
drugs and slcokol. Doing so can reduce health and safety risks, and promote healthy productive
employees of the Cooperative. The Cooperative shali provide information to al} active
employees about this policy, the Coeperative’s drug and aleohol testing program, and resources
available to assist employees with drug or alcohol related issues. This information shall be
provided at least annually.

XIX., QUESTIONS - WHO TO CONTACT
If you have questions about the Cooperative’s policy or programs related to Aleohol and
Controlled Substances, picase contact the Cooperative’s CEQ/General Manager at 607-746-9282
or visit in person at 5 North Depot Street, Dethi, NY. If for any reason you are not comfortable
contacting the CEOQ/Ceneral Manager to discuss these matters, you may contact the
Cooperative’s Ombudsman, Attorney Jefl Clark at 585-362-4721,

If you have questions about the effects of alcohol misuse and controlied substances on an
individual’s healih, work, and personal life; signs and symptoms of an alcohel problem; and
available methods of intervening when an alcohol and/or controlled substance problem is
suspected, please contact the Cooperative’s Employee Assistance Program confidentially at
(800) 252-4555 or (800) 225-2527,

PROCEDURE: Offender subject to disciplinary action up to and including termination,

RESPONSIBILITY: General Manager

DELAWARE COUNTY ELECTRIC COOPERATIVE, INC.

Adopted by Board of Directors Aug 26, 1986
Reviewed by Board of Directors Apr 24,1990
Renumbered, was No. 91 Apr 25, 1990
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APPENDIX | - U.5. DEPARTMENT OF TRANSPORTATION
“CONTROLLED SUBSTANCES”

As of the publication date of this Policy, the U.S. Department of Transportation includes the
foliowing 14 drugs in their 5-panel test:

« Marijuana (THC)
«  Cocaine
*  Amphetamines

Amphelamine

Methamphetamine

MDMA (common name Ecstasy/Molly)
MDA (common name Sally or “Love Drug™)

P~

+ Onpioids

Codeine
Morphine

6-AM (heroin)
Hydrocodone
Hydromorphone
Oxycodone
Oxymorphone

MO B L R —

« Phencyclidine (PCP)
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SUBJECT:

POLICY:

POLICY

Per | Selection/Dismissaland Nepot
EMPLOYEE SELECTION & DISMISSAL, NEPOTISM AND ANTI-
FRATERNIZATION,

In concert with other DCEC policies such as Se)_(ual Harassment, this
Policy is a cornerstone for ensuring equality, diversity, harmony and
functionality within the worlplace and amongst the workforces.

It shall be the policy of the Cooperative for the General Manager to
recruit, hire and retain employees. The General Manager also is
empowered by the Board of Directors to dismiss employees for any lawtul
reason, or for no reason, if so warranted for the good of the Cooperative.

The Cooperative shall not hire any person who has a relationship via
affinity and/or is a “close relative” or relative by adoption, marriage or
former marriage of a Board member, the General Manager or another
employee to be an employee or contractor of the Cooperative unless
speeifically-avthorized-throupharecommendation by the CEQ/GM to-the
Beard-ef Directors-and-by-a-unanimous vote of the Board-of Direetors: A
“close relative” is defined as anyone who is a spouse, child, grandchild,
sibling, parent, aunt or uncle, niece or nephew or first cousin of any of the
above individuals. Any such person who is a half-relative, ex-relative or
step-relative of the above individuals shall also be included in the
definition of “close relative”.

By extension, when employees enter into a domestic partnership or
marriage with another emplovee, one of the employees must resign
regardless of position or department unless the marriage or domestic
partnership occurred prior to October 26, 2021

Sexual harassment laws prohibit "unwelcome" sexual advances.
Therefore, the participants in a truly "consensual" relationship cannot
prove sexual harassment, The difficulty for the Cooperative is proving that
the relationship is/was consensual and dealing with hostile working
conditions and other issues if the relationship ends badly with both parties
continuing to work. Often, an employee will argue that he or she was an
unwilling participant in a relationship that merely appeared to be
consensual. Therefore, DCEC highly discourages these types of
relationships and fraternizations between employees but cannot overstep
into private matters. DCEC requires that employees enter a "consensual
relationship agreement." The agreement, sipned by both employees and
management, provides that the employees will not allow the relationship
to interfere with or impact the work environment, The agreement also
confirms and documents that the relationship is consensual and voluntary.,
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PROCEDURE:

RESPONSIBILITY:

DCEC will attach a copy of the sexual harassment policy to the agreement
to prove that the emplovee was aware of the sexual harassment policy and
had the opportunity to report any inappropriate conduct by the other
employee. If done properly, a consensual relationship agreement will
make it more difficult for an emplovee to claim that the relationship was
"unwelcome." In addition, the agreement will create a question about why
the employee did not seck to stop the harassment by reporting it to

management,
Failure to disclose consensual relationships to management may result in
dismissal of both emplovyees.

In the event a vacancy or new position occurs within the Cooperative, it
shall be the policy of the Cooperative, that the General Manager will take
the necessary steps through advertising or other means to secure qualified
applicants to fill the position vacancy. Present emplovees and staff will be
made aware of new positions and vacancies no less than one week prior to
external posting to encourage professional growth and development ag
well as opportunities for cross-functional support and experience within
the Cooperative, The General Manager shall be responsible for conducting
personal interviews with applicants that he/she deems most qualified and
in investigating references and conducting background checks on
candidates in determining employment eligibility. The General Manager
shall be responsible for selecting the person or persons to fill vacancies.

General Manager and Board of Directors

DELAWARE COUNTY ELECTRIC COOPERATIVE, INC,
Personnel Selection and Dismissal
combined with

Personnel Selection and Nepotism Jul 22, 2014
Revised by Board of Directors Jan 26, 2016
Reviewed by Board of Directors Dec 18, 2018

Reviewed by Board of Directors Oct 26, 2021
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PROPOSED POLICY/PROCEDURE

SUBJECT: IDLED & ABANDONED SERVICES

POLICY:

To de-energize and/or retire facilities and/or equipment that, in the view of
the Cooperative, is no longer economically feasible to maintain or that can
be reused to provide new electrical service within the service territory of the
Cooperative.

In concert with disconnection policies and procedures, services
disconnected for non-payment longer than fifteen (15) days or at member-
requested longer than thirty (30) days should be considered idled and the
account assessed an additional trip charge for line personnel to disconnect
service at the transformer.

Abandoned service is defined as an idled account that has been
disconnected a period of six (6) months regardless of circumstance (non-
payment, member request, electrical inspection, fire, force majeure, etc.)
and all related dedicated appurtenances (transformer, primary wirefcable,
poles, structures & hardware, junction cabinets, pedestals, secondary wire,
associated DCEC maintained area lighting, service wire, connectors, meter,
etc.).

The annual operational target for the number of abandoned services in-
place in the present year is no more than 1.0% of the total number of
services from prior year-end Form 7 data.

PROCEDURE:

At the end of the six (6)-month period, the last member of record will be
notified by certified mail, return receipt requested, to the last known address
as to the options concerning the abandoned service with thirty (30) days in
which to contact Cooperative to make necessary arrangements.

If no response is received within the allotted time, all dedicated
appurtenances wiil be removed at the convenience of the Cooperative.

Members that respond to the letter shall have the following options:

1. Remove all dedicated service facllities and appurtenances at no
cost to the member.,

2*.  Keep the account as “standby/de-energized” and leave any
dedicated poles and primary lines in place (less transformer,
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secondary wiring, service wiring and meter). The member will
sign a contract (Inactive Service Rider) to pay $1500 in advance
annually or $125 monthly 75-percent-of the-annualized-base
sharge-under-rate-sehedule-“Residential SG-2” of which a late or
non-payment will result in immediate retirement of dedicated
appurtenances. *This option available if account did not have
arrearages or all arrearages paid in addition to advance and
maximum deposit.

3*. Make the account active under rate schedule “Residential SC-2”
for residential or the appropriate non-residential rate. *This option
available if account did not have arrearages or all arrearages paid
in addition to maximum deposit.

3A.  Accounts deenergized longer than six (6) months
are required to have the service re-inspected and
approved by a county-approved electrical inspector prior to
re-energizing.

3B.  Without exception, the Member must be physically
present when meter is installed and service energized.

Previously abandoned facilities that were subsequently retired may be
rebuilt to same membership certificate number upon request at the current
fees and rates in effect at the time of re-established service with an
additional 50% charge for all labor expenses to cover prior and subsequent
retirement costs.

RESPONSIBILITY:
General Manager, Operations Manager, Line Foreman, Billing

DELAWARE COUNTY ELECTRIC COOPERATIVE, INC.
Reviewed/Approved by Board of Directors  *Aug 24, 2021
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PROPOSED POLICY/PROCEDURE

SUBJECT: CHANGE OF HANDS

POLICY:
To successfully complete a ‘change of hands' (COH) in the most efficient

means to eliminate situations of serving non-members.

PROCEDURE:
When a member notifies the office of a COH, they must provide the following

information:

1. Mailing infortnation for final billing that can also be used for future
correspondence and patronage refunds.

2. Collect contact information for the new user.

3. Schedule the future date and time for the final meter reading.
a. Same day scheduling possible if office contacted by 10:00 AM
b. Next normal business day scheduling if calling after 10:00 AM

Iif new user is current member:
4. Proceed with normal procedures for final read and transfer.
If new user is not a current member:

4. Contact new user and inform them the power will disconnected at
the date and time requested by the former user until membership,
paperwork, deposits, fees and other required items are received.

5. Offer choice of completion by mail, in-person at office or in-person
at account
a. In-person at the office or by mail:

. All requirements must be received in the office by 12:00
noon the normal business day prior to scheduled
disconnection.

b. In-person at the location:

i. Disconnect service

ii. New user must contact the office and pay fees, deposits,
charges and additional reconnect feef trip charge by
credit/debit card over the phone only.

fii. Al other requirements will be collected by the DCEC
personnel
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iv. Reconnect service
¢. No response:
i. Disconnect service if the new user does not appear at the

office or fails to be present by time DCEC personnel arrive
onsite

RESPONSIBILITY:
General Manager, Finance Manager, Operations Manager, Billing

DELAWARE COUNTY ELECTRIC COOPERATIVE, INC!

Reviewed by-Board.of Directors - - October 26,2021
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1 INTRODUCTION

This decumant has baen developed by the Human Rescurces Department In order to familiarize
smployees with Delaware County Etectric Cooperative, Inc. (“DCEC" or the "Gooperative™) and
provids informatlon about working conditions, key policles, proceduras, and benafits affecting
employment at Delaware Gounty Electric Cooperative, Inc.

Plaase read this Handbook carefully. If you have any questions, please review It with your
supervisor, Human Resources cr an officer of the Cooparative. It is our objective t¢ provide a
work anvirenment free from elements that would deter you from doing your bast work, Any
Issues or concerns affecting your employmant or impeding the performance of your assigned
duties should be reported under our Open Door Policy. The Cooperative mainlains this Open
Door Policy so that you feel comforlable raising and discussing any workplace issues you may
have. We welcoma your input.

In additfon to the pelicles and procedures outlined herein, you are expected to read theroughly,
understand and adhers to the Cooperative's policies found en the Cooperative's website at
htte:/fwww.dee coopfcontentideec-bylaws-policles. Fallure tc adhere to any of these applicable
policies may lead te discipline, up to and Including termination, Any questions about these
policies can be directed te your supervisor or fo Human Resources.

Nothing in this Handbock, or in any of tha Cocperative's employment policles, Is meant to
superseds provisions in applicable collectlve bargaining agreements. To the extent there are
conflicting provisions in the Cooperailve's policies and a collactive bargaining agresment, the
collective bargaining agreement shall govern.

1.1 Welcome

Delaware County Electric Cooperative, Inc. welcomes all empioyees. This document is designed
to assist you In understandlng the benefils and expectations during your career at the
Cooperative. The mission of Delaware County Electric Cooperative, Inc. is to make employment
mutually successful betwaen lhe employes and the employer.

1.2 History

The Delaware County Electric Cooperative Inc. was formed In 1844 by residents of the
surrounding rural communities that were unable 1o oblaln electricity from the nearest Investor
owned utillty. The neighboring utllity did not want ta offer service to the less populated areas due
to the fact that they did not view it as prefitable, and if they did offer service, the cost would ba
prohibitive te the majority of the rural people. Congress at that ime Introduced the Rural
Elactrification Act which enabled groups of people to organize and obtain funding In order to
develop their own electric company under the business medel of a cooperalive. Simply put, that
means tha people who took service from the cooparative, owned tha cooperative,

Today we are proud of the fact we serve our memberfowners on a not for profit basis. in tha
avent that the Cooperative has a positive profit margin, it Is given back to the member/fowners in
the form of a capital credit. Today we proudly serve over 4,400 member/owners and 5,300
sarvice locations In 4 counties stretched over almost 800 mifes of distribution lines.

1.3 Changes in Policy
This manual supersedes all previous employee manuals and memos.

While every effert is made lo keep the contents of this document current, Delaware County
Eleclric Cooperative, Inc. reserves the right to modify, suspend, or terminate any of the policies,
proceduras, andfor benefits described in this manual with or witheut prior notice 1o employees,
subject to the limitations of our collactive bargaining agresments, Cooperative bylaws, articles of

Effective TO/A0T AU 202071 page 7
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Incorporation, New York State Law, Federal Law, and the US Constitution. However, we
will review, modify and distrlbute this manual as necessary on an annual basis.

Eetve o Z6120ZT page 8

13146793.1 9/29/2021

46



Employment Manual

2 EMPLOYEE DEFINITION AND STATUS

An “employee” of Delaware County Electrlo Cooperaliva, Inc. is a person who works for the
Cooperative on a wage or salary basis.

2.1 At Will Employment

Your employment is not guaranieed for any spacific duration; your employment relatlonship with
the Coaperatlve is “at-will," Aithough we hopae that your employment relationship with the
Cooperalive will be long term, either you or 1ha Caoperative may terminate thls relationshlp at any
time, for any reason, wlth or without cause or notlce, subject to any terms of the current collactive
bargaining agreements. This pollcy of at-wiil employment may be revised, deleted, or superseded
only by a written employment agreement signed by the Chisf Executive Officer that expressly
revises, modifies, deletes, or supersedes the policy of at-will employment.

2.2 Employment Classification

Employees of Delaware County Electric Cooperative, Inc. are classifled as either “Inside”
(squivalent to non-exempt), "sutside™ (equivalant to non-exempt) or "management” {eqguivalent ta
axempt), This is necessary because, by law, employses in certaln lypes of jobs are entitled ta
overtime pay for hours worked in excess of forty (40) hours per workweek (thase employees ara
referred to as non-exempt). Exempt ampleyees are not entilad to overlime pay.

In additicn to the above ovartima classifications, every employee is assigned an employment
status classification: regular (fuil-time or part-time}, temporary (full-time or part-tima), or
probationary. The differences between these different classifications determine benefils
eligibility. The probationary status Is described more fully In Saction 2.3 below.

If you have any questions regarding your employment classification, or if you believe that you
have been incorrectly classifled, please contact Human Resources.

2.3 Probationary Period for New Employees

Delaware County Elecirlc Cooperative, Inc. manitars and evalualos every now employes's
performance for a six monih probationary period to detarmine whethar further smpleyment in a
specific position or wilh the Cooperativa Is appropriate. Mora information about the probationary
period is available In the collective bargaining agreemenis.

EffEive T0 2 AT I 202 REhERY
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3 EMPLOYMENT POLICIES

3.1 Equal Employment Opportunity and Diversity

Delaware County Electric Cooperative, Inc. Is an equal opporlunity provider and employer. In accordance
with Faderal civil rights law and U.5. Department of Agriculture (USDA) civit rights regulations and
policies, the USDA, Its Agencies, offices, and employees, and institutions participating in or administering
USDA pregrams such as the Cooperatlve ara prohibiled fram discriminating basad on race (including
tralts historically assectated with race), color, natlonal origin, religion, sex, gender identity (Including
gender expression), sexual orlentation, disability, age, maritat status, domestic viclence viclim stalus,
reproductive health-decision making choices of an employee or an employes's. dependent, criminal
conviction slafus, family/parental status, income derived from a public assistance program, political
bellefs, or reprisal or retaliation for prior civil rights aciivity, n any program or activity conductad or funded
by USDA (not all bases apply to all programs), or known assaciation with any of these. This prohibition
against unlawful discrimination and harassment applies to all terms and conditions of employment,
including hiring, placement, assignment of dufles, tralning, promotion, lermination, compensation and
benefils. All Cooperative emplayees are responsible, individually and collectivaly, for complying with this
policy prohitiling discrimination and harassment in all facets of the Cooperative's business.

This palicy applies to all employees of DCEC, and anyone providing services to DCEC. DCEC will not
lolerate unfawful discrimination or harassment against Its aemployees by other employees, vendors,
suppliers and other non-employees, Employees who vidlate this policy will be subjact 1o discipline, up to
and including termination.

Harassment based an any protected characteristic, nol only gender or sex, is also prohibited. While it is
nat possible fo list all conceivable behaviors which might be considered harassing, the following are
examples of prohibited behavior:

»  Epithets, slurs or negative stereotyping;

*  Threatening, intimldating or hostile acts:

*  Denigrating jokes and display or circuilation fn the workplace of writien or graphic material that
denigratas or shows hostility or aversion toward and individual or group (including through
amail, social media andfor cell phones);

»  Ethnle, racial, religious or other teasing or slurs, ar Jokes, or camments that demsan a parson an
the basls of race, color, religion, ethnicily, national origin, sexual orlentation, age or disabllity;

+  Mimicking or macking another's race, calor, religion, athniclty, national origin, sexual
orlentation, age or disability;

*  Raclally or religiously offensive piciures, symbols, carloons, of graffiti,

Retaliation Prohibition

DCEC prohibits retatiation agalnst any Individual who, in good faith, reports discriminatlon or
harassment, opposes a discriminatory practice, encourages another person to report discrimination or
harassment, or participates in an Investigation of such reporis. Retaliation against an indlvidual for
reporting discrimination and/or harassment or for parlicipating in an Investigation of a discrimination or
harassment claim Is a serlous violation of this policy and, like discrimination or harassment Itsalf, the
individual retaliating will be sublect to disclplinary action, up to and including termination.

Reporting Discrimination, Harassment or Retaliation

DCEG raquires the reporting of all incldents of discrimination, harassment or retallation, regardless of the
offender’s Idenity or posiion. Preventing diserimination is averyone's responsibility. All employess are
expecled to respond promptly and appropriately to conduct In the workptace which violates this policy.

Reparting of discrimination or harassment may be made tc an employee's supervisor, any member of
management, ar Human Resources. Employass should not feel obligated to file their concerns or
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complaints with their Immediale supervisor before bringing the matter to the attentlon of anothar mamber
of ihe management team or Human Rescurces. This is particularly lrue if an individual faels that thelr
supervisor has not appropriately responded to the disctimination or harassment complaint, or Is involved
In the discriminatlon or harassment. DCEC will conduct a prompt and thorough Investigation thal ensuras
Integrity and respect for all individuals inveived in the incident. DGEC will keep the investigation
confidential to the extent possible. Effective ccerrective action will be taken whenever discrimination or
harassment Is found to have occurred,

All employees are encouraged tc report any diserimination or harassment, or behaviors that viclate this
policy. Reports of discrimination or harassment may be made verbally or in writing,

Supervlsors are required to report any cemplalnt that they receive, or any dlserimination or harassment
that thay observe or become awars of, to Human Resources, In addition to being subjest to discipline i
they engaged in discriminatory or harassing conduct themselves, supervisors will be subject to
discipline for failing to report suspected discrimination or harassment, or otherwise knowingly allowing
diserimination or harassment to continue. Suparvisors will alse bs subject to discipline for engaging In
any retaliation.

DCEC strongly urges the prompt reporting of complaints or concerns so that rapld and construciive actlon
can be taken. DCEC will make avery affort to stop alleged discrimination, harassment or retaliation bul it
can only do 50 with lhe cooperation of its employess. No adverse employment action will be taken for any
employee making a good faith report of allaged discrimination, harassment or retaliation,

Complalnt and Invastigation of Ciscrimination, Harassment or Retallation

All reports, complaints or other information about suspected discrimination or harassment will be
Investlgated, whather that information was reported in verbal or written form. Investigations will be
conducted In a timely and thorough manner commensurate with the nature of the cemplaint and will be
confidentlal o the extent possible,

Employees are expecled to provide fruthful Information in making complaints and otherwise participating
In investigations. Employees are also expected lo fully cooparate and participate In any complalnt
invastigation process; failure to do so will be grounds for disciplinary action, up to and including
termination. Employees and other individuals who participale in any investigation are protected from
retaliation.

All persens involved in the reperting and Investigation of discrimination or harassment are obligated to
keep the informaticn pertalning to the Investigation confidential to the maximum extent possible, to prolect
the privacy of those invalved In the Investigation and to allow DCEC to conduct an objective and fair
Investigation.

In conducting a fair and impariial investigation, DCEC will provide appropriate notice of the allegations ic
anyone who is the subject of a discrimination or harassment complaint and an opporiunity to provide a
response to the allegations, Complainants and wiltnesses will be provided with an approprlate opportunity
to present relevant Informatlon including documents relevant to the Investigation, DGEC may adapt and
modify the Invesligalory procedurs, in ts discretion, based on the nature of the complaint and the conduct
at Issue.

If DCEC determines that this Policy has been violated, i will take effective remedial acticn
commensurale with the ¢lrcumstances, Any employee who has been found by DCEC to have
discriminated against or harassed another employee will be subject to discipling, up to and Including
discharge, where appropriate.

DCEC wlll notify the individual who was subject to the reported conduct and the person who filed the
complaint, if different, of he conclusion of its investigetion, and wili follow up with that individual as
appropriate under the circumstances,
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Please see the Cooperative’s Sexual Harassment Prevention poliey for specific information relating to the
reporting and Investigation of sexual harassment complaints.

Remedies and complaint filing deadlines vary by program or incident. Parsons with disabllilies who
require alternative means of communication for program information (e.g., Brallle, large print, audiotape ,
American Sign Language, etc.) should contact the responsible Agency or USDA's TARGET Center at
(202)720-2600 {voice and TTY) or contact USDA through the Federal Relay Service af (800)877-8330.
Additlonally, program information may be made available in languages other than English,

3.2 Filing a Discrimination Complaint Externally

Ta file a discrimination complaint, complete the USDA Program Dlscrimination Complaint Form, AD-3027,
found online at hitp:/fwww.ascr.usda.govieomplaint_ filtng_cust.html and at any USDA office or write a
letter addressed to USDA and provide In the lelter all of the Information requested in the form. To request a
copy of the complaint form, call {866} 632-9992. Submit your completad form or letler io USDA by;

mail:  U.S. Department of Agriculture Office of the Assistant Secretary for Clvil Rights

1400 Independence Avenue, SW
Washington, D.C. 20250-9410

fax: (202) 690-7442
email; program,intake@usda.gov

USDA is an equal opportunity provider, employer, and lender.

Emplayeas may also file a discrimination complaint with the Equal Employment Opportunity Commission:
The U.S, Equal Employment Opportunity Commission (EEOC) enforces fedaral anti-iscrimination laws,
including Title VIl of the 1964 Givil Rights Act (codified as 42 U.S.C. § 20006 sl seq.). An employse must
file a raport with the EEQC within 300 days from the conduct giving rise fo the report. Tha EEQC
Investigates reporls, and may pursue a claim in federal court on behalf of the reporting party, or issue a
Right to Sue Letter that allows an individual to pursua his/her claims in federal court. Federal courts may
award remedies If discrimination Is found to have occurred. The EEOG can be contacted by calling 1-800-
669-4000 (1-800-669-6820 (TTY)), or at thelr website: www.eagc.goy or via email at info@eecc.qov. If an
Individual files an adminlstrative report with the DHR, the DHR will flla the report with the EEOC to
preserve the individual's right to procead in federal court,

3.3 Americans with Disabilities Act

Itis the policy of Delaware County Electric Cooperative, Inc. to comply with all the relevant and applicable
pravisions of the Amerlcans with Disabifities Act (ADA) and the New York Human Righls Law. , The
Cooperalive wlll not discriminate against any qualified employee or job applicant with respect fo any
terms, privileges, or condilions of employment because of a person’s legally recognized disability,
Including pregnancy related conditions. The Cooperative will provide reasonable accommeodations to
employees with disabllities unless the accommodation causes an undus hardship to the Cooperative. The
Cooperative does reserve the right to require, with reasonable accommadation, certaln abilities to parform
the essential functions of any Job. Such abilities may include, but are not limited to, certain motor skills,
communication skills, behavioral skills and environmental tlsrances, Employees with a disability who
belisve they need a reascnable accommodation should contact Human Resources.

3.4 Prohibition of Discrimination Based on Reproductive Health Decision-
Making

The Caoperallve will not access an employea's personal information regarding the employee’s or the
employea's dependent’s reproductive health decision making, diseriminate or take any retaliatory action
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agalnst any employes with respect to compensatlon, terms, condltions, or priviiages of employment
bacause of or on the basis of lhe employee’s or thelr dependent’s reproductive health decision making, or
raqulre an empleyas to sign a walver or other document which purperts 1o deny an employee the right to
make thelr cwn reproductive healih care dacisions, For purposes of this pelicy “reproductive health
dacislon making” includes, but Is not limlted to, a declsion o use or access a parlicular drug, device, or
medical service. In addition to reperting any alleged violations of this policy 1o the Cooperatlve,
amployees may also cheose to pursue legal remedies by initiating a civil action In court for damages,
injunctive rellef, reinstatement, and/or liquidated damages.

No employee will be subject to retaliation or discipline by the Cooperative as a result of making or
Ihreatening fo make a complaint to the Gooperative, a co-worker, or a public body, that rights guarantee
under applicable law have been violated; causing to be Institutad any proceeding alleging vioiations of
applicable law; or providing informatlon to, or testifying befora, any public body conducting an
Investigation, hearing, or inguiry fnto any alleged victalion by the Cooperative of applicable taw, rule, or
regulation,

Any amployse who believes that hs or she has been subject to discriminatory or retaliatory behavior in
violation of this policy should report it immediately ic Human Resources,

3.5 Gendor Identity and Sexual Orientation Non-Discrimination Policy

Discrimination and harassment on the basls of gender identity or exprassion are prohlbited under state
and faderal laws, and are also prohibited by the Cooparative under this and other policlos.

For purpeses cf this policy, "gender Identity or expresslon” is defined as a person's actual or perceived
gender-related Identity, appearance, behavior, expresston, or other gender-related characteristic

; regardless of the sex assigned to that persen at birth, including, but not limited to, the status of being

i transgendar,

j NON-DISCRIMINATION AND CONFIDENTIALITY

; The Cooperatlve does not discriminate In any way on the basis of sex, sexual orlentation, fransgender
stalus, gander identlty, or gender expression. This policy is desighed to create a safe and productive
workplace environment for all smployees. This policy sets forth guldelines to address tha needs of
transgander and gender non-conforming empleyees and clarlfies how the law should ba implemented in
sltuatlons where guestions may arlse about how to protect tha legal rights or safety of such employses.

Howaevaer, this policy does nol anticipate avery situation that might ocour with respect to iransgender or
; gender nen-conforming employees, and the needs of each {ransgender or gender nan-conforming
! amployes must be assessod on a case-by-case basls. In all cases, the goal is to ensure the safety,
comfort, and haallhy development of transgender or gender non-conforming employeas while
maximizing the employse’s workplace Integratlon and minimizing stigmalization of the employee.

The Cooporative strivas to create a workplace where employees of all sexual orlentations, employses
who are transgender, and employees of all gender identities can be thelr fuli selves without fear of
discrimination, harassment, or retaliation, The Cooperative is suppertive of transgender or non-gender
conforming employass who are considoring or Luhdergoing gender transiticn, Any discriminatory,
harassing, or retallatory actions {aken against employees based on thelr gender identily, gender
expresslon, gender transition, or sexual crienfation are considerad viclations of the Gooperalive's EEQ
policy and are sublect to discipline, up to and including termination.

The Cooperalive also recognizes that some employaes may wish (o kesp Infermation abaut thelr gender
and/or sexual erientation private. the Cooperative honors employees' preferances regarding when and
with whom to share such information. the Cooperalive only shares informaticn about employees' gender
identity or sexual crientation as needad lc Implement changes they request, or to comptly with the law,
Investigate complaints.

POLICY ON THE USE OF NAMES AND PRONOUNS
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Many employees going through a gender fransition choose to use a hame that better reflects their gender
identity, and/ar may legally change their first and/or last names. We expect all coworkers to use the
employees' carrecl names once they are advised of them, regardiess of whether or not legal name
changes have taken place. Similarly, we expect all coworkers ta use the pronouns the employees have
requested be used, or to not use pronouns at all and instead use their first names. At first, an occaslonal
slipup In the use of the new name or correct pronouns may happen. That Is understandable, However, if
slipups conltinue or are purpassful, this will ba deemed harassing behavior and considered prohibited
under this policy.

QFFICIAL RECORDS

The Cooperative will change an employes's officlal record to reflect a change in name or gender upon
request from the employee. Certain types of records, like those relating to payroll and retirement
accounts, may require a legal name change before the person’s name can be changed. Most recards,
however, can be changed to reflect a person’s correct name withaut proof of a legal name change. A
transgender or gender-non-conferming employee has the right to be addressed by the name and pronoun
corresponding to the employes's gender identity, Official records will also be changed to reflect the
aemployee's new name and gender upon the employee's request, lo the extent possible.

DRESS CODE

Transgender and gender non-conforming employees have the right to comply with the Cooperative's
dress codes In a manner consistent with their gender identity or gender expresston.

GENDER AND RESTROOM FACILITIES

Employees shall have access fo the restroom corresponding to their gender identity. Any employae who
has a need or desire for increased privacy, regardless of the underlying reason, will be provided access
ta a single-stall restroom, when available. No employee, however, shall be required 1o use such a
resfroom, All employees have a right to safe and appropriate restroom facllities, Including the right to use
a restroom thal corresponds fo tha employee's gender identity,

If an employee has questions or concerns regarding the restroom policy, they should contact Human
Rasources.

3.6 Immigration Law Compliance

All offers of employment are contingent on verification of the candidate’s right to work in the United
States. On the first day of work, every new amployee will be asked to provide original documents varifying
his or her right lo work and, as required by federal law, to sign Federal Form I-9, Employment Efigibility
Verification Form,

3.7 Employee Background Check

An offer of employment will be contingent upon, Delaware County Electric Cooperative, Inc. conducting a
job-related background check. A comprehensive background check may conslst of prior smployment
verification, professional referance checks, education confirmation, driver’s license status verification and,
upon prior notice to the applicant, credit check.

3.8 Criminal Records

In conjunction with ihe background check, a criminal record check, as permilted by law, is parformed to
protect the Coaperalive's interest and thal of lls employees and memberfowners.

The Cooperative complies with Article 23A of the New Yark State Correction Law which prevents
diseriminatlon on the basls of a criminal conviction, except when thal conviction s directly related to the
job held or befng sought or when employment would involve an unreasonable risk to praperty, the safety
or welfare of spacific individuals, or the general public. Therafors, whila a criminal record is not
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necessarily a barrler to amployment, It Is a factor that must ba carefully reviewsd, assessed and
documentad.

Should you be charged with a eriminal offense while employed by the Cooperative, you are cbliged to
inferm Human Resources.

3.9 Drug and Alcohol Screening

The Coopsrative will also require a drug screening prior to employment and may require random alcohol
and drug screanings during the course of employment for any employse who may be asked to operate a
Cooperative vehicle. In addition ic random screenings, employees are also subject to drug and alcehol
screening upen reascnable susplcion. “Reasonable suspiclon” may be based upon such censideralions
as the employea's work performance, absenteeism, physical characteristics, or behavlor, which create a
reascnable suspicion of drug or alcohol use.

The Cooperalive recognizes that New York's Compassionate Care Act legalizes a physiclans' prescription
of marijuana for Individuals with certain medical conditions. An employee whe qualifies as a patient under
tha laws and complies with Its regulations may be entitled to a reasonable accommodation related to his
or her use of medical marljuana. An employee whe believes that he or she qualifies for ths protections of
the laws should immediately Inform the Cooperative, and should provide the Cooperative wilh a copy of
the individual's registration card for medical marjjuana, or other documentation by a physician. It Is the
Cooperative's policy net {o discriminate agalnst a qualified individual with & madical marjjuana
prescription with regards to any terms or conditions of employment,

The Cogperative further recoanizes that recraational marijuana has been legalized.in New York. The
Cogperalive will not take discipiinary aclion against employess who use and possess marljuana in
agcordance with this law, However, employeas are prohibited from possession or consumgption of
mayrijuana on Cooparative properly (including in Cogpatalive ~owned vehicles or thosa yzed for

Cooperallve business), while using other Cooperaiiva equipment, on working lime, or during working

hours (including breaks and meal perieds). Furthermore, i the Cooperalive belisves thal an employee s

Impaired by the legal use of marijuana in & way tha Inlerferes wilh ihe employes’s performance of helr
job duties gr with the Cooperative's obligalion to provide a safe and healthy workplace, the Cooperative
may take aclions to remave the employes from work or to discigling the employes, un lo and including
lermination of employment. Such determinalions of impairment will be made by a supervisol or a
mermber of managament, arnd will be based on tha observalion of specific, articulable symploms of
impalrment. Some examples of such symptoms are: the employee's speech, physical dexterity, agility,

geordinatien, demeanar, [rrational or unusual behavior, negligence or carelessness in operating

that results in serlous damage to equipment or properly, distuption of a production or manufaciuring
process, or carelpssness that results In any Injury to the ernployee or others.

Despite New York's Cempassionate Care Act, federal regulations prohibit holders of Commercial
Drivars Licenses (CDL) and those In the supervisory chain of CDL holders from using marljuana. The
federal regulations supersede Now York laws on marfiuana usage and possession.ihe Gompassienata
Gare-fok

3.10 Alcohol and Substance Abuse

Any and all alcohol consumption or use of unlawful substances is sirlctly prohibited, The Cooperative is
committed to ansuring a work environment frae of alachol and lllegaf substances. Pleasa refer ic the
Cooperativa’s Alcohol and Controlled Subsfances Policy which can be found on the DCEC websito.
Viclallons of said policy will result in progressive disclplinary action.

3.11 New Employee Orientation

The formal welcoming process, or “employee orientation,” is conducted by a Human Rasources
representative, and includes an overview of the Cooperative.

3.12 Personnel Records and Administration
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The task of handling personnal records and relaled administration functions at Delaware Gounty Electric
Cocperalive, Inc. has been assigned to the Human Resources Department, Personnal files will be kapt
confidential at all times and include some or all of the following documents:

*  Odlginal empfoyment application, resume, W-2 and all other original decuments completed
by employee as required for employment.
*  Allrequests for changes to benefits such as 401k elections, life insurance elections, medical

insurarice documents, dependent changes, etc., and all deductions other than ones required by law
must ba requested in writing to the Human Resources Department. These written

permisslons/requests will ba kept in the Cooperativa's personnel file for each individual. Please note:

NOT ALL REQUESTS ARE LAWF UL and any unlawful requests will not be granlad {i.e.
contrlbulions to political actlon committees, uniform rental, etc.),

»  All promotion and/or changes in positions and wages/salaries in addition to any disciplinary actions,
*  Any documents related to workers’ compensation and/or short or long term disabliity banefits.
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The records the Cooperative maintains on each employee are the property of tha Cooperative, tpon
request, employees shall be granted access to vlew the contents cf thelr employee flle. The Cooparative
shall provide photocopies of any contents of an employee's file upon request from that smployes.
Empleyees may be charged the estimated cost of coples beyond 20 pages.

3.13 Change of Personal Data

Any change in an employee's name, address, lalephone number, marital status, dependents, or
insurance beneficlaries, or a changa in the number of lax withhelding exemptions, neads ic be repened
by the employee in writing and without delay to the Human Resources Department.

3.14 Safety

The safety and health of employaes and our member/owners |s a core value. Delaware County Elecirle
Cooperative, Inc. makes every effort to comply with all federal and state workplace safely requirements.
Delaware County Eleclric Cooperalive, Inc.'s workplace safely rules and regutations inciude the following:

«  Slrict adherence o all OSHA safety rules and regulations

¢ Compliance with Federated Rural Electric Insurance Exchange's (Workar's Compensation Poficy
Holdar) Inspections and consequent recommendations

s Compllance with racommendations made by tha safety committes.

s Compllancs with all aspects of the DCEC Safety Manual, as amended and adopted by the
Cooperatlve's safety committse.

Evary employse has an obligation {e report any safety violations immediately 1o their supervisor, the HR
Department andfor the General Managar. The Cooperalive expects sach smployee 1o be responsible for
thair safety and the safety of lheir feliow employees. Each employee is expecled to obey safety rules and
exerclse caullon and common sense in all work aclivities, Any questions regarding the manuals, pollces
or procedures as it relates to safety can also be directed to Delaware County Electric’s cerlified safety
coordinator, Larry Souls. Employess will not be refallated against or subject to adverse actions for
reperting safety violatlons,

3.15 Building Security

Every employee must follow the bullding security rules and regulations listed here:

+  Be sure all doors, windows and gates are closed and locked by the last one exiiing buildings regardiess
of whethar it Is daylime or night lma. Employees are prohibited from making duplicates of keys to any
Cooperative buildings and propertles unless instructed to do so by the General Manager.

*  Be sure to report any security lights not operating properly so they can be repaired/replaced.
¢ Do not aliow non-employees in areas designated for employees only.

e Arcas of the offlce and yard are monitored with security cameras and other sensars, It Is the
responsibllity of the last persen leaving a secure area to activale the security system in "away® mode.

3.16 Personal Property

Detaware Counly Electric Cooperative, Inc. assumes no risk for any loss or damage to personal
properly, and recommends that all employees have personal Insurance paolicles covering the loss of
personal praperty left on any Cooperative-owned premises. In the avent an employee's personal
property is damaged while belng used in service of Cooperative business, claims will be submitted to the
Cooperative’s Insurance for consideration,

Pergonal vehicles are covered by the Ceoperaltive's Insurance carrler as the primary Insurer whan
oparated by employees to report to work In rasponse to a call-out from the Cooperatlve's dispatcher or
managemeni, Personal vehlicles are covered by the employee's Insurance carrler when an employee has
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punched out and is driving home after a call-out. For normal work commutes that are nol the result of a
call-out, the employee's personal vehicle Is coverad by the employee's Insurance cariler.

3.17 Health-related Issues

Employees who become aware of any healih-related issue that could affect work performance should
notify their supervisor of thelr health stalus as soon as possibla,

3.18 Employee Requiring Medical Attention

Employees should report all work-related injuries and accidents, no matter how minor and regardiess of
whelher the employee needs medical attention, immediately to their supervisor, and then follow these
steps:

1. Immediately seek medical altention af the nearest facility for any life threalening situations slthar by
yourself or, where the situation warrants, another employes taking you.

2. Report all work-related injurles/ilinesses to lhe HR depariment or General Manager as soon as
possible.

3. Any madical Issue requiring the employee to be absent more than 3 consecutive days will require a
doctor’s slatement be provided to the HR Department.

3.19 Visitors in the Workplace

For safety, Insurance, and other business considerations, visitors are allowed In the workplace: however
they are resiricted to certain areas. They are not allowed near or in Cooperative vehicles when they are
in operation. They are not allowad In any work areas that house chemicals or other dangerous
subslances. They are stricily prohibited from entering all substations and any other areas that are high
voltage areas. Visitors are also strlctly prohibited from any area requiring a hard hal or other special
equipment be worn, Exceptions may be granted to business assoclates engaged in the act of making
recommendations and/or maintenance of equipment. Exceptions may also be granted by the General
Manager for educational purposes, subject o appropriate personal protective equipment and practices
belng utllized by all guests.

3.20 Fraternization

The term fraternization as used in this Employment Manual means romantic andfar sexual relationships
betwoen employees and/or diractors. Fraternizallon betwean two employees ot directors who have a
supervisor/subordinate relationship is not allowed. In the event that fraternization occurs between a
supervisor and a subordinate, both partles will be subject lo progressive discipline, which can Include
termination. Due to the power Imbalance that exists between and supervisor and a subordinata, a
supervisor fratemizing with a subordinate may be subject te additional progressive discipline in refafion to
lhe Cooperative's Harassment and Sexual Harassment polies.

3.21 Employment of Relatives

The Cooperalive restricts the hiring of certaln immediale family members. Please refer to the
Cooperalive's Personnel Selection/Dismissal and Nepotism Policy which can be found on the DCEC
website.

3.22 Weather-related and Emergency-related Closings

Due to the nature of the electric utllity business, it is expectad that all personnel repott to work for the
purpose of aiding In the restoration of power during tha course of severe weather. At times, the
Cooperalive recognizes that some personnel may not be able to repori due lo impassable roads. Those
employees are instructed to conlact their supervisor as soch as possible to report their Inabillly to come o
work. It Is further expected that employses unable to repart to work will compansate thelr lime lost by
utllizing Paid Time Off ("PTO").
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In the event that it is impossible for the employee to report fo a normal businass location (i.e. the offlca) 1
is the respensibillty of management te inform the employee when it is safe to relurn lo work.

If alt toads in Delaware County are closed dua to a slate of emergency, the Cooperative will close except
for essentlal personnel. If the Cooperative office Is closed, employees should stay home and off tha roads
uniess they are contacted by management or a dispafcher and notified that they ars requasted to report lo
work as essentlal perscnnal, Essential personnel will Include only those employees required to safely and
effectively handle urgent malters, such as power outages, thal cannol reasonably be deferrad to the next
business day. Essential personnel are expected to report to work as long as (hey can safely and
reasonably do so. Essential personnel must respend to management or a dispatcher in accordance with
the Cooperative's Storm Response policy. If the Cooperative needs to close al} facilities (shop and/or
office) for whatever reason and send employees homs, non-exempt employees will be pald for those
hours and not charged PTO (Paid Tims Cff) such as vacation, persenal, fioating or sick,

In the case of employess reporting to work on closed roads dua to being declared essential parsonnel,
the Cooperative's automobile insurance is primary coverage on tha way to work and lhe amployee's
autcmobile insurance s secondary. When employees are leaving work upen completion of thelr shift or
thelr assigned dutles, the employee’s automablle insurance is the only coverage. The same is trus for
employees reporting to call-oufs, The Cooperaliva's autemobile Insurance serves as primary as the
employee {ravels to work in response to a call-out. However, the Cooperative’s automoblle insurance
provides no coverage to the employee when the employee leaves work.
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4 STANDARDS OF CONDUCT

4.1 General Guidelines

All employees are urged to remember at all times that your actions and behaviors are a direct reflection
on Delawars Gountly Electric Caoperative, Inc. The Cooperative expects alf employees (o use good
fudgment and professionalism when doing their own Jobs and conducting the Cooperalive's business.
Each employes Is expected to work in a cooperative manner with managemant/supervision & coworkers.
Any employea that engages in disrespeciful behavior loward a mambsr of the Cooperative, a member of
the public, or a co-worker will be subject to discipline.

4.2 Attendance and Punctuality

Delaware County Electiic Cooperative, Inc. expacts employees to be ready to work al the beginning of
assigned dally worlk hours.

4.3 Work Schedule

Unless otherwise specified, regular full-fime employees are expected to work at least forty (40) hours per
workwsek. The normal operating business hours for the Cooperative are 7:30 a.m. to 4,00 p.m. EST,
Manday - Friday, Other work hours shall be established with the labor union on a case by case basis.

4.4 Absence and Lateness

From time to time, it may be necessary for an employee {0 be late or absent from work. Delaware County
Electric Cooperative, Inc. is aware that emergancies, illnesses, or pressing persenal business that cannot
be scheduled outside work hours may arlse. It is the respansibility of all employees to contact their
supervisor and all other affected parties as soon as practical if they will be absent or late.

An employes who falls to appear for three consecutive shifts without contacting thelr supervisor or
Human Resources is deemed to have abandoned their employmant with the Cooperative and voluntarlly
resigned.

4.5 Unscheduled Absence

Absence from work without nolifying management or the Human Resources Department may result in
disclplinary action.

4.6 Meal and Break Periods

New York Stale requlres all employees, exempt and non-exemp, he allowed & lunch braak, The
Cooperative provides a one half hour, unpald, lunch break generally between the hotrs of 11:00 a.m. and
2:00 p.m. for nan-exempt employees. Exempt employess are required ta take a half hour lunch break
during thoss hours, using their own discretion regarding the specific time. The half hour lunch break is
automalically deducied from the employee's daily time shest by the payroll syslem. In the event of an
urgent need to restore electric saivice, or for the emergency need to answer phones andfor dispatch work
crews, the Co-op may ask that you work through your lunch time in order to address tha need to restore
any power outages. If asked to do so, the employes will be pald overtime for missing the regularly
scheduled lunch break. An employee must take a meal brezk after 6 hours of continuous sarvice and in the
event of power restorafion requiring emplovess te work through breaks, this braak will ba pald at the
applicable overtime or double-time rate. If you miss a meal break for any reason not enumerated berein,
you must notify your supervisor immediately so that a break can be scheduled. Employees are not allowed
to skip meal breaks in order to arrive late or Jeave early. Dolaware County Electric Cooperative, Inc.
encourages employees to take a rest period and provides a paid rest period of fiflzen minutes in the
moming work period and fifteen minutes in the afternoon work in accardance with the applicable collective
bargaining agreementsg.
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4.7 Corrective Procedure/Progressive Discipline

Any violation of Cocperalive policy may be dealt with In any of the following manners: (a) Orat Reminder,
{b) Writter Waming, (c} Paid or Unpaid Leave, (d) Termination, {8} Other measures as agresd upon by
the Cooperative and labor unicn If necessary. The Coaperative raserves the right to engage employeas in
some, all or none of the progressive discipline steps prior to terminating employment as described in the
“at-will” portion of this handbook, When an empleyes who |s a member of the Unlon I charged with a
violatien of Cooperative ruies or procedures, the facts and circumstances involved wlll ba clscussed and

reviswed with the appropriate Union representative befors any disciplinary action Involving Joss of pay is
laken.

4.7 Sexual Harassment Policy

Adl forms of unlawiui sexual harassment are strictly prohibited, The Cocperative is commitied to
praventing workplace sexual harassment. Pieaso refer io the Cooperative’s Sexual Harassment polloy
which can be found on the DCEC websita. Vialations of said policy will result in progressive disclplinary
actlon. .

4.8 Violence and Harassment in the Warkplace

All forms of unlawful vislence are strictly prohibited, The Cocperative is commitied to preveniing
workplace violsnce. Please refer lo the Cooperative's Workplacs Violence & Harassment policy which
can be found on (he DGEC website, Violations of sald policy will result In progressive disclplinary action.

4.9 Whistleblower Policy

No retaliation shall occur against any employea who reports, in good failh, a concern about polentally
unlawful or unathical conduct. Please rafer o the Cooperalive's Whistiablower policy, which can be
found on the DCEC webslte, Viclations of sald pollcy will resuil in progressive disciplinary acticn,

4.10 Confidential Information and Nondisclosure

Employment with Delaware County Electric Cooperative, Inc, requires smployees to agroe that that they
will not disclose or use any of the Cooperative's confidental Information, elther during or after iheir
amployment. Delaware County Electiic Cooperative, Inc. sincerely hepas that lis refationship with its
employees will ba long-term and mutually rawarding. However, empleyment with the Cooperative
assumes an obligation fo maintaln confidentiality, even after an employes leavas the Cooperative's
employ. Disclosure of personal Information of the Cooperative's memberfowners Is strictly prohtbitad, and
viclations of such will resutt in progressive disciplinary action,

4.11 Ethical Standards

Delaware County Electric Cooperative, Inc. insists on the highest elhical standards in conducting its
business. Doing the right thing and acting with Integrity are the two driving forces behind the
Cooperalive's success, When faced with sthical Isstles, employoes are expected lo maka the right
professionat decislon consistent with the Cooperative’s principles and standards.

4.12 Dress Code

Empleyzes of Detaware County Electric Cooperatlve, Inc. are expected to present a clean and
professional appearance white conducting business, in or outside of the offics, Drassing, in a fashion that
fs clearly unprofessional, that Is deemed unsafe, Is offensive 1o others or that negatively affects the
Cooperative’s reputation or Image is not acceptabla, “Qulslde” smployees are aficrded an allowance for
Fire Relardant Clothing and are expected to wear it any time that they may work In or nsar the energized
space, Empioyess must recognize thal stalements on clothing (i.e., pelitical, harassment, obscenity, eic.)
will be viewed as positions of the Cooperative by members. Clothing with such messages are prohibited
while employees are on the clock and representing the Cooperatlve,
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DCEC will not discriminate agafnst an employea because of their hair texture or protective hairstyles
(including braids, locks and twists) and does not prohibit lhe wearing of attire, clothing or facial hair in
accordance wlth the requirements of an employee's religicn. DCEC will reasonably accommodate
employess' disabilities and religious requirements, unless the raquired accommodation creates an undue
hardship. Employees requesting an accommaodation relaled to this policy should contact ar be referrad to
Human Resources.

4.13 Use of Equipment

Delaware Gounty Etectiic Cooperative, Inc. will provide employees with the equipment needed to do their
job. None of this equipment should be used for personal use, nor removed from the physical confines of
Delaware County Eleclilc Cooperative, Inc.—unless it is approved for a job that specifically requires use
of Cooperative equipment outslde the physical facility. Exceplions may be granted by permission of the
General Manager.

4.14 Use of Computer, Phone, and Mail

Delaware County Electric Cooperative, Inc. praperty, including computers, phones, electronic mail, and
voice maif, should be used only for conducting Cooperative business, All Cooperative business In regards
to email MUST be conducted on Cooperative time. All non-exempt employses shall not answer or send
emalls on personal time {including PTO, evenings, weekands and holidays) unless directed to do so by a
member of the management staff, in which case the appropriate compensation will apply. Incidental and
occaslonal personal use of Goeperative computars, phanas, or electronic mail and voice mall systems is
permitted, but information and messages slored In these systems will be treated no differently from other
business-related information and messages.

Employees shall have no expectalion of privacy In their use of Cooperative communications systams.
Please refer to the Cooperative's Cyber Securily Policy which can be found on the employes/director
poition of the DCEC website. Violations of sald policy will result In disciplinary action, up to an including
termination.

4.15 Use of Internet/Social Media

Employees are responsible for using the Intarnet/Social Media in a manner that is ethlcal and lawful.
Fallure fo do so will resuit in progressive discipline which may Include termination, Use of the
Internet/Social Media during assigned work times must solely be for business purposes and must not
interfere with employee productivily or member service. Representing the views of the Delawara County
Electric Cooperative, Inc. is strictly prohibited via any social media devicesivenues other than by
employees or direclors deing so in the performance of their assigned dutles and only via Board approved
sites for member information.

Employees’ use of social medla must not sngage in threats, Intimidation, harassment, discrimination, or
any other unjawful behavior. Employees must avoid maliclous, obscene, or knowingly false statements
directed toward the Cooperative, its employees, its vendors, its partners, Its members, and the general
public.

4.16 Use of Computer Software

Delaware County Electric Cooperative, Inc. does not permit the illegal duplication of software. The
copyright law Is clear. The copyright holder Is given certain exclusive rights, including the right to make
and distribute copies. Tltle 17 of the U.S. Gode states that “it is illegal to make or distribute copies of
copyrighted material without authorization® (Section 106). The enly exception is the user's right to make a
backup copy for archival purposes {Seclion 117).

4.17 Use of Personal Communications Tools and Entertainment Devices at Work

During the work-day, overtime work, or other times when an employee or director is otherwlse
representing the Gooperalive, employees and directors of the Cooperalive shall use Personal
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Communlcations Toocls and Entertainment Davices only in circumstances where dolng so does not
represent a safety risk and whare doing so does not interfere with one's ability to serve tha members of
the Cooperative. Please refer Lo the Cooperative’s policy on Use of Parsonal Communicalions Tools and
Entertainment Devices While at Work, which can found on tha DCEC webslle. Violations of said pollcy will
result in progressive disciplinary action.

4.18 Smeking Policy

Any and all forms of smoking (clgarettes, cigars, e-clgareties, unlawful products) are strictly prohibited on
and in all Cooperative cwnad properties including vehicles. The Cooperative is committed to ensuring a
smoke frea work environment. Please refer lo the Ceoperative's Smoking Policy which can be found on
the DGEC webslte. Violations of sald policy will result in pregressive disciplinary action,

4.19 Gifts

Advance approval from management Is required before an employes may accept or solicii a gift of any
kind, with the exception that memberfowners may show thelr appreclation through sending baked geods
or other gifts of a nominal value (less than $50) to the employees around the holiday seasons.

4,20 Solicitations and Distributions

Occasiona! solicitation for any cause (genarally the fund ralsing efforts of area schools or scouting
organizations) during werking time and In working areas is permitied as long as it is not disruptive to the
work flow or inferferes wilh memberfowners. Employees are not permitted to distribute other non-
Cooperative literature in work areas durlng working time.

4.21 Complaint Procedure

Employees who have a job-rolated issue, question, or complalnt should first discuss it with their
immadlats supervisor. If the lssue cannot be resclvad at this level, the Cooperative encourages
employees o contact the Finance Manager or the General Manager. Employees who cbsarve, lsarn of,
or, in goed faith, suspect a violation of the Standards of Conduct of tha Cooperative should Immediately
report the violaticn In accordance with the following procedures:

1. Employee may ofier the complalnt In written form or varbally,
2. Employee must expect that further questions and inquiries may be necessary {o resolve any issues,

3. Employse can expect that all necessary care and time will be taken to resolve the issue as sffactivaly
as possible,

Complainis that are net addressad In a imely fashlon and issues that cannot comforiably be brought before

‘management of the Cocperative may be brought to the attention of the Cooperative's desighated
ombudsman, Gooperative Atiernay Jeff Clark (586-362-4721). No employea whe brings a complaint in good
falth in accordance with this procadure may be disciplined or otherwise suffer any adverse consequence as
a result of such action.

4.22 Employment Termination/Resignation

After the application of disciplinary steps, if It is determined by management that an employee’s
performance dees rof improve, or If the employae Is agaln in vielation of the Cooperativa's policies,
practices, rules, or standards of conduct, employment with Delaware County Electric Cocperalive, nc, wili
be terminated. In certain circumstances, the Cooperative may elect not to use progressive discipline and
instead immedlately lerminate an employae,

4.23 Exit Interview

In a voluntary separation situation, the Cooperative's management would like o conduct an exit intarview
fo discuss the employes’s reasons for leaving, and any other impresslons that the employee may have
about Delaware Counly Eleclric Gooperative, Inc.
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4,24 Return of Cooperative Property

Any Delaware County Electric Cooperative, Inc, property issuad to employees, such as computer
aquipment, keys, employee L.D. or Cooperative credit card, must be returned to the Cooperative al the
time of termInation. Employeas will be responsible for any lost or damaged items.

4.25 Open Door Policy

The Cooperalive practices an open door palicy in regards to management. The door of anyone In
management's office Is apen to any employee to seak answers, make suggestions or to express a
concern, Tha purpose of our policy is to encourage open communlication, feedback, and discussion
about any matter of imporiance to an employes. Qur open doar policy means that employees are free to
talk with any manager at any time. By listening to you, the Cooperative is able to improve, to address
complaints, and to foster employes understanding of the ratlonale for practices, processes, and
declsions. Employess will not be retaliated agalnst for taking advantage of this Policy.

4.26 Driver's License Requirements

The Cooperative owns and maintains the types of fleet vehicles necessary to build and maintain electric
distribution lines. According lo Federal and State Department of Transportation regulations, operation of
some of these vehicles or combinations of vehiclas and trailers requires an appropriale Commercial
Driver's License {CDL). The Cooperative is required to comply with all applicable laws governing CDL
holders. The Cooperatlve reserves the right fo promote and/or demote employess based on CDL status in
situations where holding a CDL is required to perform the duties of particular positions. For example,
employees In the positions of Fleet Mechanic, Journeyman Line Clearance Arborist, and all Lineman
positions must hold @ COL. The Gooperative also reserves the right to prohibit an employee from
operating certaln vehicles or combinations of vehictes with trailers if the employee's CDL is invalid for any
reason, even temporarlly. Employees In positions requiring CDLs that fall fo maintain a valid GDL. for any
reason are subject to progressive discipline or demotion. If such conduct includes willful violation of
federal or slate regulations or insubordination, then progressive discipline could include termination. The
Cooperalive receives automated notification of al status changes related to the CIILs of its employees.

42T Campaigning For or Against Director Candidates

Employees are free to suppoit, oppose, endorse, andfor campaign for Gooperative director candidates.
Howaevar, employees are prohibited from participating in director slection campaigns during work hours,
while acting within the scope of their employment, or using the Cooperative’s property, including
equipment, vehicles, frademarks, and images.

4.28 Outside Employiment

Unless prohibited in an employes’s employmenit contract, employaes may hold jobs with other
organizations as long as he or sha meets the performance standards of their job with Cooperative. All
employees must comply with Cooperative's job requirements and scheduling demands, regardlass of
any existing outside work requirements.

4.29 Conflict of Interest

You, and all employees, must conduct business in a manner that avolds actual or potential conflicts of
interest. Whenever an employee is in a position to influence a decision that may result In a personal gain
for thal employes or fer a relative as a result of the Cooperative's business dealings, there may be an
actual or polential conflict of interest. Personal gain may result not enly in cases where an employes or
relative has a significant ownarship tn a firm with which the Cooperative does business, but also when an
employes or relalive receives any kickback, bribe, substantial gift, or special consideration as a result of
any transaction or business dealings Involving the Cooperative.
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You must clsclose any actual or potential conflicts of interest to your immediate supervisor, the
CEOQ/Genaral Manager or to the President of the Board as soon as possible. Picase see the
Cooperative's policy on Conflict of Interest, which can ba found on the DCEC websile.
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5 COMPENSATION POLICIES

5.1 Base Compensation

itis the Delaware County Fleciric Cooperative Inc.’s desire to pay all employees' wages or salaries that
are campelilive with other employers operating in a similar markelplace and In a way that wlll be
motivational, fair, and equitable. Compensation may vary based o roles and responsibillties,
Individual, and Gooperative performance, and in compliance with all applicable laws. All wages are
outlined in the applicable labor contracts. Management wages are al the discretion of the General
Manager. The General Manager's compensation is at the discretion of the Board of Directors.

5.2 Timekeeping Procedures

All employees record thelr fime worked on an electronic record via badga or thumbprint recorded by a
digital time clock. The *inside” and “management” employees also record their fime using an electronic
timesheet thal Is Integrated with the current software being used by the Cooperative.

5.3 Overtime Pay

Overtime compensation is pald to hourly (non-exempt) emplayees in accordance with federal and siate
wage and hour restrictions, All overtime work performed mus recelve the supervisor's prior
authorizatlon. All overtime compensation is outiined in the applicable labor contracts. Hourly employees
are not required ta report, but are permiited to report overtime worked If the overtime period Is less than
8 minutes and therefore considered de minimls. However, hourly employees must report all overtime
worked in excess of 6 minutes. If an employee reports/arrives to work sarly and "punches in” prior to the
time baing considered de minimis (6 minutes) it does not constitute overtime unless directed and
approvad by management.

The salary paid lo employees classified as exempt is intended to pay for all hours warked during each
work week, regardless of the employee's schaduled or reported hours.

5.4 Payroll and Paydays

The frequency of the Cooperative's payroll distribution is weekly, and is paid on Thursday. If Thursday
falls an a reguiarly scheduled holiday, the pay day will be on the precading Wednesday of that week.

5.5 Performance and Salary Reviews

The Delaware Counly Electric Cooperative, Inc. wants to help employees succead in their jobs and to
grow. ln an effort to support this growth and success, the Cooparative has an annual raview process for
providing formal parformance feedback. Feedback includes a Performance Evaluation, verbal discussion
and goals for the coming year. The reviews will generally be conducted in the first quarter of each year.
The revlews for management employees will coincide with salary considerations.

5.6 Opportunities for Advancement—Progression and Promotion

The Delaware County Eleclric Cooperalive, Inc. woutd like o provide employees with every opportunity for
advancing {o other positions or opportunitles within the Cooperalive. Approval of progression moves or
promations depends largely upon training, experlence, wark record, and buslness need. Considarations
for such progression moves will generally be made upon tha recommendation of the smployee's
immedlate supsrvisor. However, lhe Cooperatlve reserves the right to look outside the Cooperative for
potential employees as well.
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6 GROUP HEALTH AND RELATED BENEFITS

6.1 Beneflits Summaries and Elig'ibilitﬂ e {

The Delawara County Electric Cooparalive, inc. sponsors a comprehensive benefits program for sligible
employees, and each benefit plan has specific sligibility conditions. The beneafits are summarized In
separate booklets called "summary plan descriptions,” which are provided to all sligible employeas. The
detalls of each benefit are contained in separate legal documents known as the “plan documents,”
which take precedence over anylhing contradictory In the summaries.

All full-time employses will enjoy all of the benefits described in this polley and the individual plan
summarfes as socn as they meet all of the allgibility requirements for sach particular benefil. Each
beneflt has a benefit wailing period as defined in the applicable summary plan description and/for plan
document. Employees hired with a view of filling a regular position become sligible for bensfits in
accordance with those plan documents, irrespective of their probationary status as defined in the
applicable collsctive bargaining agreement. In other words, eligibility for bensfits and completion of
probationary period are not contingent upon one another, so employees may bs eligible for benefils prior
to completion of their probationary period.

All summary plan descriptions can be found in the employee/director information section on the DCEC
website. You wlll need your employes login information 1o access this sectlon, If you have not established
or have fost your login information, please ses Human Resources.

6.2 Health Insurance

All eligible Cooperative smployees will have access to medlcal/presaription heallh insurance that has
been negotiated through the colleclive bargalning agreements. Managemant employees will have access
to the same plans, Pleasa refer to lne applicable collective bargaining agresment far more detalls. Any
employes that may have access to other medicalfprescription health insurance may “opt out” and receive
an "opt out” premlum. Detalls of the “opt out” optlen are outlined in the altached previously negotiated
labor centract. Eligible employess' effective date of coverage will be the firsl day following completion of
90 days of regular, full time service, This insurance is also available to employee's depandents. Spacific
detalls of ihe plan are available to the employee in a summary plan document provided by the insurance
Cooperative. Changes in health insurance and/or health Insurance plans may be necessary to remain
compllant with State and Federal laws/regulations.

6.3 Dental Insurance

Delawara County Eleclric Gooparatlve, Inc. will provide a dental plan that has been nagctiated through
the labor contracts. Managemen! employess will have access to the same plans. Pleass refer to the
applicable collactlve bargaining agreement for more detalls. Any employee that may have access o other
dental insurance may "opt oul" and recelva an “opt out” premium, Details of the "opt out” option are
oullined in the allached previously negoliated labor coniract, Eligible employees’ effeclive date of
coverage will be the first day following completion of 90 days of regular, full time service. This insurance is
also available to employee’s dependents. Specific details of the plan are avallable to the employes in a
summary plan document provided by the insurance Cooperative.

6.4 Vision Care Insurance

The Delaware County Electric Gooperallive, Inc, provides vision cars far Its amployess and their
dependents as oullined in the previously negotlated Iabor conlracts. Management smployees will have
access to the same plans as outlined in the “clerlcal” contract. Please refor 1o the applicable collsclive
bargalning agresmant for mcre details. Ellglble employsas’ effective dals of coverage will be the first day
fellowing completion of 80 days of regular, full ime service,
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6.5 Disability Insurance

Eligtble employaes are automatically covered by the Cooperative's disabllity plans, Disability insurance is
designed to assist an amployee with Income should the employee becoma partially or otally disabled and
be unable to perform the essential functions of his or her job. The summary plan descriptions explain
tong-term and short-term disability benafits. The Cooperative alse carries additional short tarm disabllity
insurance for the employee In ihe avent that they become disabled due to a non-work related injury. This
Is & 26 week banefit. Plaase refer to the applicable callective bargaining agreement for more detalls. The
Cooperative is exempt from participation in the Federal Family and Medical Leave Act {commonly
reforred lo as FMLA) due fo the fact that there are Jass than 50 employees. However, the Cooperative is
required to participate in the New York State Paid Family Leave Act {commonly referred to as PFLA).
Details of this benefit can be obtained from the Human Resources Departmant.

6.6 Life, Accidental Death, and Dismemberment and BTA Insurance

The Delaware County Electric Cooperative, Inc.'s Group Life Insurance covers all aflgible employees.
There is also a small benefil avallable to the employes's dependents, This insurance is payable in the
event of the employee's death, In accordance with the policy, while the employae is insured. The Nation
Rural Electric Cooperative Association (NRECA) is the provider for this insurance and they also offer
“Supplemental Life insurance”, This insurance is avatlable to sligible employees, and Is paid through a
payroll deduction, to purchase additional coverage for themselvas or their spouses. Defails can be
oblained thraugh the HR Department. Accidental Death and Dismembarment Insurance is in the same
amount and is In addition to the employea’s ife Insurance coverage. The Cooperative also provides
insurance for the employse that covers them in the case of loss of life or disfigurement during the course
of engaging in Cooperative businass. The summary plan booklst provided by our Insurance Cooperative
Includes detalls on employee fife Insurance and accidental death and dismemberment and BTA (Business
Travel Accldent) coverage.

6.7 COBRA Notification

According to the federal Consolidated Omnibus Budgst Reconclliation Act {COBRA) of 1985, In the
evant of your termination of employment with The Delaware County Electric Cooperative, Ine. or loss of
sliglbllity to remain covered under the Gooperative’s group health insurance program, employees and
thelr eligibla dependents may have the right to continuad coverage under the Cooperalive's group health
insurance program for a limited perlod of time at their own axpensa. Consult the Benefits Administrator
for detalls,

6.8 Pre-tax Deductions for Expenses

Delaware Counly Electric Cooperative, Inc. employees participating n any of the basic health insurance
plans, 1.e., group medical/prescription and dental, are required to centribute to payment of the plan(s}
premium(s} via payioll daduction cost sharlng. In accordance with U.S. Internal Revenue Service
provisions, the Cooperative provides employeos the opportunily to particlpate in a Section 125 Plan for
eliglble medical/prascription, dental and vislon expenses, Coniributions are paid through a payrol!
daduction, Consult the Benefits Administrator for details.

6.9 Workers’ Compensation

All employees are entitled to Workers' Compensatlon benefits paid by the Delaware County Flectric
Cooperative, [nc. This coverage is automatic and immediats and protects employeas from work-related
infury or iliness.

Employses must report all work-ralated accidents, injuries or finess, no matter how rinor, fo their
supervisor Immedlately. Failure to imely report incidents may lead to the forfeiture of benefits, Should
the employee require madical attention they will be directed to contact their physician. In the case of a
serlous lliness or injury, the employee will be ditected fo the nearest emergency room or urgenl care
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center. As soon as posslble, the employee will be requlired to complete an accldent report and submit it to
Human Rascurces.

If an employee cannot work due to a work-related Injury or illness, Workers’ Compensation insurance
pays his or her medical bills and provides a portion of his or her Income until he or she can return ic work.
The Cooperalive has alsc negotialed an additional benefit to supplement an employes’s wages up to
80% in the event of a work related injury. Please rofer to the applicabla collective bargaining agresment
for mora details.

6.10 Unemployiment Compensation

Unamployment compensation Is designed to provide a temporary income for certaln individuals who are K
out of work through no fault of thelr own. Depending upon ths clrcumstances, employees may be sligible

for Unemployment Cempensation upon termination of emptoymant with Delaware County Electric

i Cooperative, Inc. The Division of Unemployment Insurance of New York's Dapartment of Labor

determines eligibility for Unemployment Compensation. The Cooperalive pays the entire cost of this

Insurance program.

6.11 Social Security

Tha United Siates Government operates a system of mandated insurance known as Social Security. As a
wage earmer, an employea i3 required by law to centribute a set amount of weekly wages Lo the trust fund
from which benefits are pald. As employer, the Cooperalive is reguirad to deduct this amount from each
paysheck an employee recelves. In addition, the Cooperative matches employse contribution dollar for
dollar, thersby paying ona-half of the cost of employee Social Securlty benefits.

6.12 Retirement Plans

} Delaware County Eleciric Cooperative, Inc. supperts employae retirement praparation and Investmant by

i providing two government-approved and regulated plans for qualifying employees, Le., a 404(k) Plan and &
Reflrement & Savings Plan (R &S). The details regarding eligible participation, contributions, vesting,

; adminisiration, and investments are provided in the Summary Plan Descriptions as wall as the labor

: conlracts. Summary Plan descriptions for both plans can be found in the employee/dlrector information

sacticn on the DCEC website, You will need your employee login Information to access this seclion. If you

have not established or have lost your login infermatien, please see the DCEC Website Administrator.

! 6.13 EAP Plan

The Cooperative offers an Employee Assistance Plan (EAP) which Is contracted to a 34 party
Cocperative. The plan Is designed to offer employees assislance with personal matters such as legal,

f health, financlal, ate. Please conlact the Benefits Administrator or the CED/General Manager for further
Information. Employees are encouragad to contact the EAR diractly at www.ihe EAP .com, or 800-252-
4556, or 800-225-2527. You will be asked to give the name of your employer: Delaware County Elsctric
Cooperatlve, Inc. Then you will be asked for your first and last name and your best contact phons
aumber. You do not need a subscribar identification number te call and utiize EAP services. If you call
and request soms on-the-fly counseling, any EAP employee who answers tha phone will ba at least a
master's dagrea leval counselor,

s

; C ] :
'56'1 4 Educatlona.l Ass;stanceﬁ. [ N il e eeemm Commented [RT5]: Generally, if the Cooperative expeots

The Cooperative offers educational assistance with some apolicable restrictions and qualificalions. ;%E:nr‘?i;:ﬁ;?;‘il;fsi“:1?:5:?% :;s":i‘f: ;'l‘leE(;'l‘l’l‘;g:‘i’(‘::li"e’ or:
Please refer to the Cooparative’s Safety, Job Training and Education Pollcy which can ba found on the :

DCEC websito. In additlon to this, the Cooperative engages in an annual review of required and Agreomont with the individual inployees to thut offec,
requested training by all employees. Delaware County Eleclric Cocperative prefars and encourages

: amployess seeking outside educational assistance 1o schedule classes andfor online tralning/classes

H whenever possitle outside of normal business hours of the Cooperalive,
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6.15 Short Term and Long Term Disability

The Cooperative provides Short Term Disability Insurance and Long Term Disability Insurance in
accardance with the applicable collective bargalning agreement. Management employees are also
ellgible for disability benefits in accordance with the Cooperative's policy on Benefits for Management
Employees, which can be found on the DCEC website.
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7 TIME-OFF BENEFITS

Pisase nots that the Cooperative reserves the right to evaluate each employee's requost for leave time on
a case-by-case basis and that exceplions will bs made to the extent requirad by law.

7.1 Holiday Policy

All Delaware County Electric Cooperallve, Inc. employees of regular slatus are ellgible for holiday pay.
Holiday pay will be based on lhe employment status of the employee. Regular full-time employees will be
credited with 80 hours of holiday pay per year, Temporary employses will net be considered eligible,
Pleass refer fo the applicable collective bargaining agraement for previously negotiated pald holidays.

7.2 Vacation, Floating Holidays and Personal Time

All regutar full-time Delaware County Electric Cocperative, inc. smployzes are ellgible to acerus vacation,
floating holidays and perscnal tima. Vacation, floating holiday and personal hours accrue on an annual
basls and are all avallable on the first day of each year. Length of amoleyment dictates hours acerued.
Time may be laken In 1z hour Increments. Please refer o the applicable collective bargaining agreement
for addificnal datails. All of these hours are commonly refarrad o as PTO {Paid Time Off). Per the labor
contract, PTG must be used within the calendar year that it Is accrued, However, up o 5 days can be
carrlad over to lhe next calondar year with prior written authcrization of the General Manager. Payout of
ramaining hours at time of terminaticn of employment are outlined In the labor contracts,

In accordance with the current unlon contracts, vacations shall be schedulad at least one week in
advance, except under emergency situations and with the authorlzation: of the General Manager. Also, in
accordance with the current union conltracts, each employes shall be required to take one full week of
continuous vacation at least once per yoar.

7.3 Sick Leave

Slok leave may be used during an employee’s own illnass or for an liness in the employee's Immediate
family, as well as for purpese set forth In NY Paid Sick teave {NY PSL). Sick leave will bs limited to nine
{9) 8-hour days per year for all regular full-ime employees and ail hours are avallable on the first day of
each year. Time may ba taken In % hour Incremenils. Please refer to the applicabls collective bargaining
agreement for addillenal details. Accrued limlts are ouilined in the labor contracts, Payout of remaining
hours at ime of separation of smployment are outlined In the labor contracts.

An ellglble employee may taks leave under this policy for the following reasons, as set forth by NY Pald
Sick Leave:

. The mental or physlcal fliness, injury, or health condition of the amployee, regardless of whather
such iliness, injury, or health condition has been diagnosed or requires medical care af the lime
that sugh employes reguests such leave, as well as the diagnosls, care or treatment of the same;

2. The mental or physical illness, injury, or health condition of an employee’s famity member,
regardless of whethar such lliness, injury, or health condition has been dlagnesed or requires
medical care at the time that such employee reguests such leave, as well as the diagnosis, care
or treatment of the same;

3. An absence from work when an employee or an employea's family member has been the vietim
of domestic violence, a family offenss, sexual offense, slalking, or human trafficking, Including
lsave fo:

a, Obtain services from a domestic violence shelter, rape crisis center, or ofher services
program;

b. Participate in safety planning, temporarily or permanently ralocate, or fake other actions
le Increase the safety of the employee or the employee’s family members;
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c. Meet with an altorney or social services provider to obtain information and advice on, and
prepare for and participate in, any criminal or civil proceeding;

d. File a complaint or domestic incldent report with law enforcement;
a. To enroll children at a new school;
f. Meet with a district attorney's office; and

9. Take any other aclions necessary to ensure the health or safely of the employes or the
employee's family member, or to protect those wha assoclate or work with the employee.

“An employee who has commitied domestic violence, a famlly or sexual offense, stalking, or human
trafficking Is not eligible for leave under 3(a)-(f}, nor may this leave be used on behalfl of an employes’s
family member who has engaged in any of these.

For purposes of this policy, *family member” Is defined as an employee’s child (including biological child,
adopled child, foster child, a legal ward, or a child for whom the employee stands “in loco parentis”),
spouse, demeslic partner, parant (including blological parent, foster parent, step-parent, adoplive parent,
legal guardian, or an individual who stood “In loco parentis” to the employee as a minor child), sibling,
grandehlid or grandparent, and the child or parent of an employee's spausa ar domestic partner,

7.4 Unpaid Time Off (UPTO)

Employess are encouraged to reserve an appropriale amount of PTO and/or Sick Leave in case of
emergency. In the evant ef an emergancy requiring an employes to be away from work, Sick Leave and
PTO shall be used prior fo an unpaid leave being granted. UPTO shall not be grantad to employees by
the Cooperative except In emergencies. In the context of UPTO, an emergency is defined as a
cireumstance that the employee could neither predict nor canirol. The use of UPTO without approval of
management shall be considered an unexcused absence and will be subject to discipline.

7.5 Bereavement Leave

A regular full-time employee shall be entltled to bereavement leave upon the death of certaln immediate
family members. The previously negotiated labor coniracts contain a list of family members' deaths that
would make the employee eligible for the bereavement leave.

7.6 Jury Duty

Delaware County Electric Cooperative, Inc. is commilled to supporting the communities In which the
Cooperalive operates, including supporting the Cacperalive employees in fulfiling their respansibilities to
serve as jurors whenever it is possible. When an employse racelves nollfication regarding upcoming jury
duty, itis thelr responsibility to notify their direct supervisor and the Human Resources Department within
one business day of receiving the notice. As stated in the labor contracts, the employes will be paid for
the ime necessary to fulflll the duties with the understanding that any monies received by the courts for
their service will be turned over lo the Cooperative as reimbursement.

7.7 Military Reserves or National Guard Leaves of Absence

Employees who serve in U.S. military organizatlons or state militla groups such as the National Guard
may take the necessary time off to fulfill this obfigation and wilt retain all of their legal rights for continued
amployment under existing laws.

7.8 Emergency Responder Leave

Employees who serve as members of volunteer fire depariments and volunteer ambulance services will
ba parmitied to take time off fram work without loss of compensation and without the use of paid time off
accruals, under the following circumsiances;
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= While the employee Is providing voluntary emergency services, the employee is unable to report to
work at the Cocperative al his or her designated start ime, and therefore the employee arrives lale to
work.

« While the employse is at work al the Cocperativa, he or she racelves a call for emergency setvices,
and In the judgemant of the employee, his or her participation in the emergency response Is vital to
sffectiveness of the response, and therefore the employes isaves work to participats in the
amergency response.

Paid leave for emergency responders Is subject to tha following limitation;

+ The cumulative financial and cparational Impacls of amergency respender ieave shall not creale a
hardship for the Cooperative, in the Judgement of the General Manager.

7.9 Uniformed Services Employment and Reemployment

As an Equal Oppertunity Employer, Delaware Gounty Eleclric Cooperative, Inc, Is commlited to providing
the basic employment and reemployment services and support as set forth In the Uniformed Services
Employment and Reemployment Rights Act of 1994 (USERRA).

7.10 Expressing Breast Milk

The Cooperalive will make a location available whare our female amployses may lactate in private and
wlll allow reasonable breaks for lhe purposes of lactation. This lecation will not be a restroom, Generally,
these breaks shall be 20-30 minutes in duration, once every threa (3) hours, and should be arranged in
advance with the employes's immediate supervisor.

Break periods for lactation are unpald. An employes may take these breaks concurrently with her lunch
braaks or during scheduled paid breaks. An employee may be required te postpone a schedulad break
for lactation for up to 30 minutes if appropriate coverage is not avaiiable, Tha Cooperative permits fomale
employees to take these breaks for up to three (3) years following the birth of a child.

Any employee needing breaks lo lactate should notlfy her immediate supervisor, preferably prior to the
employae's return lo work. An employee may not be rotallated or discriminated against for choesing to
lactate pursuant to this policy, Any employee who belleves she has experienced discrimination or
retallation should netify her immediate supervisor or Human Resources.

7.11 Military Spouse Leave

Upon request, the spouse of a member of the armed forces of the United Stalss, Natonal Guard er
reserves who has been dsployad during a period of military conflict, to & combat theater or combat zone
of operations shall be aliowed up to ten (10} days unpaid leave by the Cooperafive, as well as other lsave
as required by federal law and the New York Stale Paid Family Leave Act. Such |eave shall only be used
when the employee's spouse is on leave from the armed forces of the United States, National Guard or
reservas while deployed during a perlod of milltary conflict to a combat theater or combat zone of
operatichs,

7.12 Voting Leave

The Cooperative encourages all smployees to fulfill thelr civie responsibilitles and to vote In all official
public elections. Genarally, shift schadules wiit provide employees with anough time to cast their vote
before or after working hours.

Employess who do not have sufficlent time oulside their working heurs to vote may take up to fwo {2)
hours off, al sither the beginning or end of their shifi, with pay, to allow Ume tc vote. The Cooperative may
specify whelner tha lime ba taken at the baginning or end of the shift, “Sufficlent time" Is definad as at laast
four sonsecutive hours efther belween the opening of the polis and the beginning of the employee’s shiit
CR betwaen the end of the smployes’s shift and the closing of the polls. Employees must notify thelr

Effeclive 10/26/202010/26/2021 page 32

13146795.1 §/26/2021

71



Employment Manual!

supervisor ne morse than ten (10) and not less than twe (2} days before the slection that they will take that
tima.

7.13 Blood Donation Leave

In accordance with Section 202-] of tha NYS Labor Law, If an employee wishes to donate bloed, the
Cooparative will parmit the employee paid leave for the time necessary to ravel to a local bloed donation
site, donate bloed, and return to work, up lo @ maximum of three (3} hours.

7.14 Bone Marrow Donation Leave

DCEC willl provide smployses who work an average of iwenty (20) or more hours with up to three (3) days
in order to donate bone marrow. Employeas are asked to give notlce of thelr scheduled bone marrow
donation at feast wenty-four {24) hours in advance and, in case of an unscheduled bone marrow
donatlon, as soon as possible upon recelving the request for donation. Employees are required to submit
physiclan verificalion on the length of leave requestad for the bone marrow donation.

Non-exempt employees will not be paid for such time off, unless the employee veluntarlly chooses to use
PTO to cover such absence.

DCEC will not subject any employee lo retaliation for requesting or laking leave pursuant to this policy.

7.15 Victims of Domestic Violence

Employees who are victims of domestic violence, or who have children whao are victims of domestic

violence, are entltled to protections under the law and wiil be provided time off from work for a reasonable

time for the following reasons”

. To seek madical attention for injuries caused by domestic vielence {inchiding for a child who is a
victim of domestic viclence, provided that the employse Is not the perpetrator)

. To obtain services from a domastic violence shelter, program, or rape ciisis center as a
result of domestic viclence

. To obtain psychological counseling relating to domestic violence (including for a child who
is a viclim of domestic violence, provided that the esmployee Is not the perpetrator)

. To participate in safely planning and to fake other aclions to Increase safely from future incidents of
damestic violance, including temporary or permanent relocation; or

. To obtain legal services in relatlon to domestic violence, to assist in the proseculion of a domestic
vioience offense, or to appear in court in relation te incidenis of domestle viclence.

Employees who quallfy will be provided with this time off unless it causes DCEC an undue hardship,
Employers are required to use paid time off, when avallable, for thase absences. Otherwise, the time will
be unpaid. Employees must give reasonable advance nofice of the need for this leave, when feaslble, to
thelr immediate supervisor or to Human Resources, DCEC may require an employes fo provide
documentation certifying the need for lhe absence, including 1) a policy report, 2 a court order, 3)
evidence from a court or proseculing attorney, or 4) medical documentation of ongoing treatment for a
raason related lo domestic violence. Employees will not be retaliated against for using leave under this
policy. All questions regarding this policy can be answered by Human Resources.

7.16 New York Paid Family Leave
Objective

Efective TRz U/ 2072027 page 33

13146793.1 9/29/2021

72



!
I
1

Employment Manual

In accordance with the New York Stale Pald Family Leave Bensfits Law, effective January 1, 2018, the
Caooperative will provide employees based in New York Stale with ime off to care for family members
under certain clrcumstances detailed below, Employees on paid family leave (PFL) will recelve partial
pay through an insurance policy funded by a small weekly post-tax payroll daduction (set in accordance
with state law), Under state law, parlicipation in the PFL program is mandatory for all employees, except
for those sligible for a waiver, as explained in the Waiver sectlon below.

Eligibility
A full-ime employee (regutarly scheduled for at iaast 20 hours per woek) Is aligible to take PFL after
he/she has been employed by the Cooparative for 26 weeks,

A part-time employee (regularly scheduled for less than 20 hours per waek) is eligible to take PFL after
working 176 days.

Time spent on Cooperative-providad paid time off wiill be counted lowards aligibillty, providad deducticns
wera taken during thal paid time. However, time spent on short-term disabllity (DBL} or unpaid leave Is
net counted.,

AMOUNT OF LEAVE AVAILABLE

Employges may ragaive up lo 12 weeks of PEL psr yaar. The-amounl-of-RE-avallablo-will bo-phased-in
over-several-years—The-maximum-amounteotiaave
avallable-in-a- 2 week-pariod-ls-as-follows:

2020 10-weoks
202'H-&-beyond A2 weeks
The 52 week period Js counted by measuring backwards from sach day for which PFL is taken, PFL. may
be taken In weekly or daily Increments. In the event an employee also collects short term disability
benefits (DBL} fer hisfhar awn disability, the maximum amount of time that can be taken undar slate law
for both BBL. and PFL is 26 weeks in a 52-week period.

Benefli Lavels

Employaes do not centinue o recejva their full pay from the Cooperative during PFL. Rather, after filing a
clalm with the Cooperalive's PFL carrier, employess will racelve G7% of lhelr avarays weekly wages a
partal-wage-replacement banafit-directly from the PFL carrler, subject lo a slale-wide cap. See Applying
for Leave Banefits balow. Beneril-ievelu—aFe--sel‘by—state-law—as-a—pereenlage-uF—lhaemptoyee’{;-waekly
ingume;-tp-lo-a-slalewide-eap-The lavels-will be-phased-in-as follows:

¥oar %-ol-employes's-average-weekly wage Cap?

2020 60% 84070

2021-& 67%

beyend 1

*The dollar-amount-of the-benefit cap-for years afler 2018 will be delermined annually in-the fall by the
State-and-applied n-Jantar:

lf-a-sonrtinuous-REL-leave-spans-asross-ealendar yaars-the-employee’s-banefil-ameuntis setat tho-slart
of the-leave-and-does notincrease during-lhe leave.
Qualifylng Reasons for PEL

Onee eligible, employess can apply to take PFL for the following reasons:

*  To provide care for a child (regardless of age), parenl {including parent-in-law),
grandparent, grandehild, spouse and/or domestic partner with a “serious haalth cendition.”
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o Providing care includes nacessary physical care, emational suppart, visitation, asslstance in
treatment, transportation, arranging for a change in care, asslstance with essential dally
living matters, and personal aftendant servicas. During the leave, the employee must be in
close physical proximity to the care reciplent.

o Serious health conditfon means an illness, Injury, impairment or physical or mental
condition that Involves either impatient care or continuing freatment or supervision by a
health care provider. For further detail as to whether a paricular condition quaiifies as a
sarious health condition, please consult with Human Resources.

Piease niote that ordinarily, unless compllcations arise, the common cold, the flu, ear aches,
upset stomach, minor ulcers, headaches other lhan migraine, routine dental or orthodoniia
problems, perlodontal disease, elc., do not constitute a serious heallh condition.

To bond with a new child fallowing the birth, acoption or placement in foster care.

o In the case of adoplion or placement, leave may be taken piior to the adoption or
placemant if the employee's absence is necessary for the ptacement or adoption to
proceed. The fotaf leave must be taken within one year of the first day of leave, or within
one year of the adoption/placement, whichever is earlier.

o Inthe case of a birth, the leave must be taken within the first year fallowing the child's birth.

To atlend to a quallfying exigency arising out of the fact that the employee’s spouse,
domestic partner, child or parent is on or has been called to mililary active duty,

o The definition of qualifying exigency can be found in the Family and Medical Leave policy.

PFL Is not intended, nor available for the employee's own disability or serious health condition. Disability
may be available in those circumstances.

Intermittent Leave
PFL can be taken intermittently (in separate blocks of time) In full-day increments.

Employee Notice Requirements

Employees must provide the Coaperative with notice prior Lo the start of any family leave
by contacting Human Resources.

If the need for leave is foreseaable, such as for planned medical treatment or appointments, or
to bond with a child, the employee must provids af least 30 days advance notice, or as soon as
the need for the leave Is known.

o If an employee fails to give 30 days’ notice of a foreseeable PFL leave with no
reasonable excuse for the delay, the Cooperative's PFL carrier may partially deny
tha lsava claim for a period of up to 30 days from the date the notice is given.

If the need for leave |s not foreseeable, such as In the case of a medical emergency, change in
circumstances, or lack of advance knowledge, employees are expecied lo adhere to the
Cooperative’s normal and customary call-in procedure, which requires employees to hotify thelr
suparvisor as soon as possible and, absent extraordinary circumstances, na later than cne
hour before their scheduled starting time of their inability to report for work as scheduled. See
Attendance and Puncluallty policy for additional information.
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¢ Ifthe leave Is taken on an intermiltent basis, the employee must provide nolice to the
Cooperalive as soon as he/she is aware of the need for leave before each day of leave, unless
hisiher suparvisor/manager Is aware the employes will be absent for a specified number of
conssacutive days,

Whenever possible, the employes is expectad to schedule PFL. lime in a mannar that minlmizes
disruptions to the department and operations of the Cocperative.

Applying For Leave Baneflts

In addltion to notifying Human Resources of the need for leave, Lo receive incoma replacement benefits
while en PFL, the employee must submit a claim using the Request for Paid Family Leave form (PFL-1)
to the Cooperative's PFL carrier, as well as the appropriate certification form {PFL-2, PFL-3, PFL-4
and/or PFL-5) and supporting documentation. The clafm ferms provide details regarding the
documentation that wili be required to support the request for PFL benafits. Claim forms are avaiiable
from Human Resources,

Prior to submitting the Request for Paid Family Leave form to the carrier, lhe employae must provide the
form to Human Resources for completion of the employer section. Human Resources will assist
employees in flling PFL clalms with the carrier, but it s eritical that employess timaly provide Human
Resources with required decumentation In order to fagllitate the filing of the clalm. An employee will not
recelve benefit payments until the claim Is fully submitted and approved. The carrier will pay or
deny the clalm within 18 days of the submissicn.

i an employee Is seeking payment for a previcusly taken time off {s.g., an absencs due to an
unforeseeable emergency), ths claim must be filad with the PFEL carrier within 30 days of the leave.
Howaver, emplovees are encouraged to file clalms as quickly as possible to ensure prompt payment of
benefits for qualifying leaves,

The Cooperative PFL carrier will make the final determinaticn of whether an amployee is ellgible for
PFL, whether the reason for the {eave qualifies under the law, and whether the smployee has providad
sufficient documentalion to support the need for leave. The determination |s not made by the
Cocperative,

An employes who Is absent from work and whese PFL claim Is not fully submitted to or approved by the
PFL carrier may be authorized for leave, if eligible, under the Cooperative’s other leave policies.

However, if the employee does not qualify under those policies, or has no Cooparative-provided paid tima

off available, the absence may be treated as unexcused and subject to the Ceoperalive's altendance
policy.

Use of Paid Tima Off in Conjunction with PFL
Employees who take leave for ane of the PFL qualifying reasons above but wish to be pald in full may
elect to elther:

+  substitute availabla PTO for the PFL benefit: or

= supplament thelr PFL benefit with avallable PTQ, in any amount necessary te bring their pay to
100 parcent of regular wages. For example, an employee who is eligibla to recelve 50% wage
replacement under this pollcy can elect to use 0.5 of a PTO day. In no avent can the
sombination of PFL benefits and paid fime off result in the recalpt of more than 100% of an
amployea’s regular wages.
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When employees ulilize Cooperalive-provided paid time off benefits, the time off will still count against the
smployee's maximum PFL allotment, and the employee is sfill required to file a PFL claim with the
Cooperative's PFL carrisr.

Employees are expectad to notify the Cooperative of this elsction af the time they notify the Cooperaltive
of the need for PFL leave.

Maintenance of Health Benefits
While on an approved PFL leave, the Cooperalive will mainlain heaith coverage under any group health

plan {medical) on the same conditicns as coverage would have been provided If lhe employee had
continued to work. Under current Gooperative poticy, the amployee pays a portlon of the medical
Insurance premium. Voluntary benefits, such as supplementary life insurance, are 100% employes pald
premiums.

If an employae Is receiving pald time off compensation {e.g., PTO} from the Cooperative while on PFL,
the Cooperaltlva will continue lo make payroll deductions 1o collect the employee's share of the premium
for grotsp health plans and veluntary bensfits. If the employase is not receiving payment from the
Gooperative during his/her PFL absence, or the payment from the Cooperative does not cover the
appropriate deduction(s) at any time during the leave, the employee must pay the premiums due, either in
person or by mail. 1L is the responsibility of tha employee to make these payments during PFL by the date
that the premlum would have otherwise been daducted from the employee's paycheck. If the paymentis
more than 30 days late, the employee's covarage will be dropped for the duration of the leave. The
Cooperative will provide 15 days' nollfication prior to the employee's loss of coverage.

If an employee does not retain group health plan coverags during a PFL Ieéve, upon relurn from leave,
the employee's group health plan coverage will be reinstated on the same terms as prior to taking the
leave. Reinstated group heaith plan coverage will be effective the date the employee returns from leave.

Walver

Certain temporary or part-time employess will be afforded the opportunity to walve PFL benefiis, in which
case the Cooperatlve will not take PFL payroll deductions. Only an employze who meets the following
criteria can waive PFL benefits:

s  Regular schedule is 20 or mare haurs per week, but the employee will not wark 26 consacutive
waeks; or

+  Regular schedule is less than 20 hours per week and the employee will nhot work 175 days In a
consecutive 52-week period.

If an employee alects to waive coverage and histher ragular schedule changes such that he/fshe works for
26 weeks or 175 days in a consecutive 62-week pericd, the waiver wilt be automatically revoked. When
the walver Is revoked, the Cooperative may begin deducting contributions from the employee, including
any retroactive amounts from the date of hire or an amount necessary to prevent the Cooperative from
paying for coverage, ai the Cooperallve’s discrefion,

Restoration to Employment
Employess who relurn to work at the conclusion of an approved PFL leave will be restored to the same or

to a comparable posltlon (with comparable employment benefits, pay and other terms and canditions of
employment) upon thelr return from lsave,

Appeal Rights

Effective 10/26/202010/26/2021 page 37

13146793.1 9/29/2029
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An employes whose claim for PFL bensfits has bean denlad by the Ceooperative’s PFL carrier has the
right to appeal the determinalion through an arbilration proceeding. Appea! Information is avallabie from
the PFL carrier.

Protection from Retfaliation

The Cooperalive wiii not discriminate andfor retallate against any employee for Inquiring about, applying for
or using PFL benefits. Employees who believe they have experlancad discriminatlon andfor retalialion
should Immadiately notify their superviser, Human Resources, or any other member of management,

Fraud
An employee who fraudulently obtains PFL leave, or who uses PFL leave in an [mproper manner, is
subject to disciplinary action, up ta and including termination.

FTactve TURIGH U G0 2T page 38

13146793.1 9/28/2021
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8 EXPENSES

8.1 Intreduction

Any manager who approves axpense reports should be familfar with the policies “Employee Travel in the
intarest of the Cooperative” and “Procurement, Receiving & Disbursemant”. Authorizing an expense
report Indicates to the Cooperative that the expenses reported are legitimate, reasonable, and comply
with thesa policies.

8.2 Expense Reimbursement

Under ordinary circumstances, it is the policy of Delaware County Electric Cooperative, Inc. to reimburse
fravel expenses on the basis of aclual expenses incurred. Employees traveling on Cooperative business
are enltitled to transportation, hotel accommodation, meals, and limited incidentals (for example, taxis and
telephone calls) that mest reasonable and adequale standards for convenience, safety, and comfort,
Mileage reimbursement and per diem rates will follow the federally suggested guidelines. Additlonal
detalls can be found in the Employee Travel in the Interest of the Gooperative Policy which can be found
on the DCEC website.

When employeas are required to work storm duly and when such storm duty causes the need for the
employee lo eat a meal while working, then the Cooperative will pay for the cost of a reasonable meal in
accordance with the current union contract. The Cooperative has arranged for certain restaurants to
provide meals to Cooperative employees and to invoice the Cooperative. If employees eat a meal at an
establishment that does not provide Cooperative involeing, then the employee may submit their receipls
for reimbursemant.

Effectve T orI0Z0 T AT 202 Fags 3y

13146793.1 9/20/2021

78



Employment Manual

9 EMPLOYEE COMMUNICATIONS

9.1 Open Communication

Delaware County Electric Cooperatlve, Inc. encourages smpleyees to discuss any issues they may have
with a co-worker directly with thal person. If 2 resolution Is not reached, employeas should arrange a
meeting with their direct supervisor. If the concern, problem, or issue is not properly addressed,
empioyees should contact the Human Resources Department or the General Manager. Any Information
discussed in an Open Communication meeting is considered confidential, to the extant possible, white stiil
allewing management to respond to the problem. Retaliation against any employee for appropriate usage
of Open Communicatlon channels |s prohibited.

9.2 Staff Meetings

In order to keep the communicallon channels open, Delaware County Electric Cooperalive, Inc.
iImplements an annuai Cooperative-wide staff mesting. Employees raceive communications from Human
Rescurces about federally mandated changes to thelr 401k lImits, open enrollments for supplemental life
insurance and any other updates to benefits in general. These annual maelings are also the forum for
management and or board members to address the employee population regarding any significant
opportunities and challenges faced by the Cocperative.

9.3 Suggestions

Delaware Counly Electric Cooperalive, Inc. encourages all employees lo bring forward their suggestions
and good Ideas about making the Cooperative a better place to work and enhancing service fo the
Cooperative mamberfowners. Any employae who sees an opportunity for Improvement Is encouraged fo
talk it over with management. Management can help bring [deas to the altention of the people in the
organization that will be responsible for possibly Implementing them. All suggestions are valued.

9.4 Closing Statement

Successful working conditions and relatlorships depend upon successful communication. It is important
that employees stay aware of changes In procedures, policles, and general informatlon. It is also
Important te communicate ideas, suggestions, personal goals, or prablems as thay affect work at
Delaware County Electric Cooperative, inc.

ETecive TUR2Gral2Z0TU B 02T page 4u

131467931 9/28/2021
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10 Labor Contracts

10.1 Outside Contract (blue paper)
10.2 Clerical (“Inside”} Contract (pink paper}

Effective W6 020 T0rI6r202T

13146793.1 97297201

page &1
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CEQ/GM REPORT
20 SEPTEMBER 2021- 19 OCTOBER 2021

SAFETY/COMPLIANCE
Safety Committee Activity:
The Safety Committee wil! be overhauled to reflect changes to NY Labor Law effective 1 November. More details in the

Legal/Governance section of this report. Members of Committee met 19 October to go over changes to Committee and
to raview accident investigations.

COVID/AIDEPP:

COVID portion reviewed on 8 October with minor changes from 8 September version to reflect updated guldance dates
of 11 September only.

Infury/lliness/Exposyre Report:
Two reported incidents this report period.

Accident Investigation:
Preparing reports on damage to garage door from September and serious injury occurring October 7.

Property Damage/ Public Liability investigation:
None,

Employee Safaty Meetings:
Office staff's safety meeting was held on 30 September with “Sleep, rest and caffeine” as topic
Operations staff's safety meeting was scheduled for 5 October but was postponed for an outage

Pole Inspections / Line Inspections / Stray Voltage Testing:
Stray voltage testing continues

JT&S:

PREA “Key-Person” Training for Jim Green and Mike D. from 27-30 September.
Federated Crew visits in field on 6 October.

Federated Hazard Recognition Training for all employees on 7 October.

First Aid/CPR training for all employees on 12 and 13 October.

Apprentices are working on completing modules for advancement.

ENGINEERING & TECHNOLOGY:;
Power Requirements Study: PRS has been completed by Mr. DeAndrea. In addition, substation loading suggests we may

eventually start pushing against our hydro allocations during winter and we should proactively uprate Delhi station
power transformers in the next few years.

Sectionalizing Device Maintenance:
Working to schedule refurbishment of Dryden, Delhi and Kortright devices,

Special Projects:
investigating Sensus as a vendor for potential solution of Cat Hollow and/or system-wide solution.

Power Quality Investigations:
No new PQ complaints this period. Continuing work with BOCES on their system-reported voltage issues

Kortright Control House: Working on finalizing communication, conduit and apparatus plans in preparation for relocated
NYPA metering planned for October. This project tabled for discussion with NYPA on reimbursement, maintenance and
ownership.

Station/Repeater Fiber: Estimating mid-Spring for Dryden and shortly thereafter for Andes. lefferson to be scheduled.




Miscellaneous:
New time clock and Integrated badge system continues in programming phase.
Pilot program of software to send/receive fax directly to PC workstations testing continues

MEMBER SERVICES & PUBLIC RELATIONS

Qpen House: Postponed,

Family Fun Day: Postponed indefinitely. Look into a booth or sponsoring day at fair as more appropriate/cost
responsible option.

Annual Meeting: 9/9/22 ~TBD... discussions on agenda and format changes with electronic access and voting.

New Services: 2

Idle Services: Coordinating with Engineering and Operations, presently 217 identified.

Website/Web Services:

Executed agreement to upgrade the website to the new platform and reconfigure current structure. The new site is
currently being built offline until everything is reviewed and approved for the live environment.

Documentation:
Working with ISD to test using DocuSign® to streamline member applications and change-of-hands transactions.

FINANCE, ACCOUNTING & HR

Staffing:
Advertisement for Ally’s fill-in placed on website and in The Reporter.

Waiting for BSK on final adjustments to Engineering Manager and Staking Technician job descriptions.

Insurance/Benefits;
All employee and retiree updates completed for 2022 term.

Miscellaneous:
Continuing to work with entities for correct address on tax and title documents.

Budgets:
Continuing to review and prepare models and forecasts for Q4 and preparing for next year’s budgets. The Co-op has

taken a great effort in improving business solutions and will be looking to continue that strategy intc 2022, Reviewing
upgrades for IT related items

CFC Commercial Paper:
Continuing to roll over investments as the operating cash level is remaining consistent,

Policies/Procedures:
Continuing to work through the procurement policy for revisions of process and a reboot of our company credit card
program.

FFB Loan Funds;
The remaining funds are available to draw down when necessary. The 30-year interest rate has been floating around 2%.
We will need to draw down the funds before the end of the year as our work plan is set to expire.

OPERATIONS:

Notable Qutages and Occurrences:

Two outages contributed the most member minutes to this year's total, PT L DE just over 2 hours for a tree on the line
outside the substation and the planned outage at PT B4 Delhi for regulator upgrade and insulator change outs was just
under two hours.

Disconnections:
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Using as a tool to reach non-communicative members in arrears, Eleven disconnections,

Pole Inspections / Line Inspections / Stray Volitage Testing:
Stray voltage testing has begun this week as pole inspection cycle completed with budget dollars remaining.

Right of Way Crew:
Mileage not prepared at time of report. Crew is wrapping up in Jefferson and headed towards Delhi / Meredith. While
also preparing contractor work for 2022.

CWP Projects:
Contract: Open. One pole remains to be set and some re-work, Looking to DEC and NYC to relocate pole,

Dryden Substatjon Spare Transformer:
Looking to schedule outage prior to energized test of new unit later this year,

Budgeting .
Departments preparing lists for possible budget inclusion.

Headquarters
No new activity while holding for additional quotes on insulation project,

LEGAL, GOVERANCE & LEGISLATIVE/INDUSTRY AFFAIRS
IBEW
Meeting with IBEW on 18 October to discuss issues and procedures in regard to new hires joining,

MTC.

Met with Glen Faulkner on 4 October to discuss a variety of topics including letters of support from DCEC for
future projects.

NYBOL

As alluded to earlier in this GM report, there are some changes to he made to the Safety Committee, Per New York
Labor Law Section 27-D, effective November 1,2021;

Employees to establish a joint labor-management workplace safety‘committee to raise health and safety concerns, and
review policies implemented for workplace health and safety. An employer must allow the designees to attend training
{without loss of pay) on the function of worker safety committees, the rights established under this new law, and an
introduction to occupational safety and health. Furthermore, employers are prohibited from (i) interfering in the
selection of employees who shall serve on such committee; (ii) interfering with such employees’ performance of the
duties for the workplace safety committee; and (iii) retaliating against any employees participating in the esta blishment
or activities of a workplace safety committee. Em ployers who violate the anti-retaliatory provisions of this law may be
subject to civil penalties Under the law, each committee and member is authorized to do the following, including but not
limited to:

(a) Raise health and safety concerns, hazards, complaints and violations to the employer to which the employer must
respond.

(b) Review any policy put in place in the workplace required by any provision of the New York labor law or workers’
compensation law and provide feedback to such policy in @ manner consistent with any provision of law.

(c) Review the adoption of any policy in the workplace in response to any health or safety law, ordinance, rule,
regulation, executive order, or other related directive,

(d) Participate in any site visit by any governmental entity responsible for enforcing safety and health standards in a
manner consistent with any provision of law,

(e) Review any report filed by the employer related to the health and safety of the workplace In a manner consistant
with any provision of law.

{f) Regularly schedule a committee meeting during work hours at least once a quarter.
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NRECA

On September 9, President Biden issued an executive order (EO) requiring some parties that contract with the federal
government to provide COVID-19 safeguards to their workers performing on or in connection with particular federal
government contracts. NRECA is currently evaluating this order and believe it is unlikely that either FEMA grants or RUS
loans will be subject to the EO,

PSC:

On Thursday, September 9, the Public Service Commission {“PSC”) announced, in a 50-page order, that further study is
required in the effort to make the goals adopted in the Climate Leadership and Community Protection Act of 2019
(“CLCPA”) a priority in planning upgrades to the local Transmission and Distribution networks of the State’s utilities, i.e.,
those portions of the State’s electric grid under the authority of the PSC, not the Federal Energy Regulatory Commission
{the “Order”). In the Accelerated Renewable Energy Growth and Community Benefit Act of 2020, the Legislature
directed the PSC to identify transmission upgrades needed “to facilitate the timely achievement of the CLCPA targets.”
In the new Order on Local Transmission and Distribution Planning Process and Phase 2 Project Proposals, the PSC
directed the State’s utilities to undertake additional waork in several areas, but did not authorize any specific upgrades.

_Responding to the PSC’s initial order in this docket, in November of 2020, the utilities identified needed transmission

and development (“T&D") upgrades and grouped them into Phase 1 - projects already on the drawing board as part of
business-as-usual {ocal T&D planning that would benefit access to renewable energy sources - and Phase 2 - projects
specifically tailored to increasing the delivery of renewable energy to customers, but not currently in the planning
process. In the new order, the PSC continues to put off authorizing the utilities to move forward on any Phase 2
projects, and directs the utilities to further refine the cost/benefit analysis (“BCA”) used to evaluate upgrades and
directs its staff to standardize accounting for “headroom,” the allocation of additional transmission capacity within the
system as it currently exists, The order also establishes a cost allocation method that allocates the costs of local T&D
investments driven by the CLCPA goals across the State based on load share and confirms its sole authority for setting
rates to recover their costs.

Policies/Procedures:

Continuing to work on amendments and changes to reflect CEQ and Operations-requested adjustments and possible
changes to line extension focusing upon rates, demarcations, standards and design elements.

Continuing to wark on amendments and changes to reflect CEO and CFO-requested adjustments and possible changes
to procurement focusing on corporate credit cards, purchase order requisitioning, dollar fimits and account disclosures,

NYSRECA;

Working on Youth Scholarship development. Also monitoring Hochul's actions on A3876/53929 as it relates to removing
demand component in developing EV rate design. At 1 October Government Relations Committee meeting, discussion
on response letter to PSC moratorium was had with a split decision on whether a response was deserved.

NYAPP;

Discussions on moratorium and that NYISO prices for LBMP {energy + congestion + marginal losses) has been increasing
since March, passing $55/MWh in August. This is compared to the COVID summer of 2020, when prices were in the
teens. The increases are caused by increases in the price of natural gas, which is still the fuel for the marginal units
setting prices. Activity has also increased, with average daily send out of 504 GWh in August, compared to 489 GWh in
August 2020.

In another meeting, NYPA proposed NYAPP members join “Iron Net” and “Iron Dome” which are cyber-threat detection
software and analytics that is supposed to work in parallel with existing software and hardware security. | am quite
skeptical given the manner the program and pricing were presented as well as motivations to NYPA's ‘generous’ offer to
include the NYAPP members. For background, the program does have some vulnerahility detection and other benefits
for low-tier users. The ‘company’ and structure is an extension of DHS and NSA,

i

NYSEG:

I have not had a response since the 16 September request to consider having quarterly meetings. Tim Johnson and | are
pursuing another course of action,



85

NYPA:

NYPA anticipates there will be no reduction in firm hydro energy sales to hydropower customers for the period of
November 1 through 30, 2021. The forecasted November 2021 generation is projected to be sufficient to meet our firm
hydrepower customers’ needs. However, if that generation is not sufficient, Substitute Energy will be purchased on our
behalf with our signed Substitute Energy agreements.

Current NYPA President/CEQ Gil Quiniones is resigning his position on November 5th to become CEO of Commonwealth
Edison Company. ComEd is a subsidiary of Exelon, which owns the three upstate New York nuclear plants. Justin
Driscolt, NYPA's executive vice president and general counsel, will serve as interim president and CEO.

The NYPA Board elects the President and CEO based on the recommendation of the Governor

NYISQ:

On 13 October, NYISO released their 3 quarter Short-Term Assessment of Reliability (STAR). This report is a working
guide for the next five years and is updated quarterly. Of the extensive report, the most notable item was that, in the
NYISO’s evaluation of the bulk power transmission facilities (BPTF), certain non-BPTF thermal violations were observed
for informational purposes oh the NYSEG Delhi-Colliers-Fraser {#951} 115 kV (specifically on the Delhi-Delhi tap segment
of the line) following several different N-1-1 combinations in 2022 and 2023. The worst-case combination is the loss of
Lafayette-Clarks Corners (#4-46) 345 kV followed by the loss of Oakdale-Fraser (#32) 345 kV. These overloads are
sensitive to the additional load queue projects included in this assessment. The thermal violations were not observed
after summer 2023 due to a NYSEG LTP update included in the 2021 Gold Book to remove the Delhi 115 kV substation
and terminate the existing lines to the Fraser 115 kV substation.

Unfortunately, the proposed transmission improvements are good for the bulk power system but may not vield notable
improvement to the sub-transmission and distribution portions servicing DCEC stations and delivery points

In August, the NYI50 was proposing to review renewable resources to see if thay qualified for an exemption from the
Buyer Side Mitigation {BSM) rules. The PSC, NYC and allies strongly criticized the proposal as leaving the NYISO in a
reviewing position and not going as far as PJIM. The NYISO responded by saying the PJM market is different from New
York, and that along with its BSM filing, PJM filed changes to how capacity is accredited or valued, The NYISO proposed
a Capacity Accreditation Study to examine the incremental reliability benefit of different resource types, which could
lead to different capacity values for different resource types. On September 9, the NYISO changed course and
announced that renewable resources would be excluded from the BSM test altogether. Renewables need to self-certify
that they do not use fossil fuel. That leaves the BSM rules applicable only to fossil units. However, the NYISO doubled
down on Capacity Accreditation, saying a filing needed to Include both BSM rule changes and Capacity Accreditation.
The NYISO has laid out what it wants for a capacity accreditation process, tariff changes to be approved, and wants a
vote at the 10/27 Committee meeting. The PSC allies ~ NYC, Multiple Intervenors, storage reps, environmental parties ~
want the BSM rule changes filed at FERC as soon as possible. But, they are furious the NYISO is pairing the BSM filing,
which is ready to go, with a Capacity Accreditation filing, which they say is being rushed for a 10/27 vote, Then they
start in on the problems they see in the NYISO's Capacity Accreditation proposal.

Since the NYISO has a vendor that uses meteorological data to forecast solar production, there is no need to require
small solar generators to submit this data. A motion passed that exempts solar generators smaller than 20 MW from
having to provide meteorological such data to the NYISO.

NYISO reported on peak summer operations: The system load and impact of Behind The Meter (BTM) solar generation is
depicted on the attachment. The net load summer system peak occurred on June 29 at HB17 and was 30,219 MW,
However, the total load including BTM sofar and Demand Response was 32,756 MW in the HB15. The BTM solar peaked
at over 1,600 MW. The graph illustrates the problem with solar. It comes on as the system load increases, but then
fades as the sun goes down, while the evening load continues. Something needs to take the place of solar during those
hours, and it remains to be seen whether storage is up to the task. The NYISO’s recommendation is that as more
intermittent generation comes online, that the unavallability of generation to turn on when needed will pose a challenge
to transmission security.
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Delaware County
Electric Cooperative

Clarification and Review of DCEC’s Bylaws and Absentee Ballot Deadlines

The August Board Meeting on August 24th the number of absentee ballots requested were
reported to the Board as a lower number than actual absentee ballots received and tallied at the
2021 Annual Meeting on September 10th, The reason for this is because as per the Bylaws there
are two ways a member can request an absentee ballot:

1. The member may request an absentee ballot by completing an official form available from
the Cooperative and submit the completed form to the Cooperative. The Cooperative must
receive the completed form at least twenty (20) days prior to the Membership Meeting where,
upon receipt, the Cooperative will provide an official absentee ballot to the member. The
Cooperative will count a properly completed absentee ballot if it is received within the office
of the Cooperative by no later than the close of business on the 4 business day preceding the
day of the Membership Meeting,

OR

2. The member may appear, in person, at the office of the Cooperative, verify his or her
identity by presenting a government issued photo identification, request the absentee ballot,
complete the absentee ballot, and return it to the office of the Cooperative by no later than the
close of business on the 4th business day preceding the day of the Membership Meeting,
Absentee ballots shall be made available to members at the office of the Cooperative starting
at least 20 days prior to the Membership Meeting.

Source: DCEC's Byiaws; Revised 9/21/2018, Article III, Selection 6., page 3.

Dates Event

7/7/12021 Notice about Absentee Ballots and deadlines posted on
Facebook and on DCEC website

~7/17/2021 Notice about Absentee Ballots and deadlines in July/August
Catskill Hi-Line newsletter

~8/17/2021 2™ Notice about Absentee Ballots and deadlines in Annual
Meeting Special Edition of Catskill Hi-Line newsletter

8/21/2021 Deadline for mailed in requests for Absentee Ballots

8/24/2021 August Board Meeting :

9/6/2021 Deadline for in-person requests for Absentee Ballots

9/10/2021 2021 Annual Meeting

5 North Depot Street, P.O. Box 471, Delhi, NY 13753
Telephone: (607) 746-2341  Fax: (607) 746-7548 www.dce.coop
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Official Absentee Ballot Regiue st Form

The Cooperative is making every effort to plan and execute the 2021 Annual Meeting in its customary fashion on
Friday, September [0, 2021, DCEC is closely monitoring the coronavirus (COVID-19) situation and continues to prioritize
the health and safety of our members, staff and event participants. Local, state and national orders, recommendations from
the Centers for Disease Control and Prevention and World Health Organization, and travel indusiry guidance all inform our
decisions regarding DCEC events.

DCEC strougly encourages all members to vote! If you vote by absen(ee ballot, or in person at the Annual
Meeting you will received a $10 bill credit which will be applied to yowr November 2021 bill,

YOTE BY MAIL: One method for a member to be eligible to vote by absentee ballot is to request a ballot by
completing an official form (available below) and submitting it to the Cooperative by August 21, 2021. Once the Coopera-
tive receives your forin we will pravide you with an official absentes ballot which you can then complete and send back to
the DCEC office. DCEC will count properly completed absentee ballots as long as they are received by September 6, 2021
{4 business days prior to the Annual Meeting). Once DCEC has received a member’s absentee ballot it cannot be revoled if
the member decides to attend the Annual Meeting and vote once there,

YOTE EARLY AT THE CO-OP OFFICE: Members can also complete an absentee ballot in person at the Co-
op office during regular business hours between August 21, 2021 and September 6, 2021. You must have a government
issued photo ID with you to vote by absentee ballot in the Cooperative office.

Meimbers can return the below form either in person to 5 North Depot Street, Delhi, or by mail to the DCEC office
at: P.O. Box 471, Delhi, NY 13753, fax to (607) 746-7548, or email to office@dce.coop. For members that are paperless,
an electronic official absentee ballot request form can be dawnloaded on our website at www.dce.coop/annualmeeting,

For the most up to date information
about DCEC’s 2021 Annual Meeting
please visit our website at
www.dee.coop/AnnualMeeting or our
Facebook page at https://
www.facebook.com/
DelawareCountyLlectricCooperative/

Official Abseniee Ballot

The Delaware County Electric Cooperative (hereinafter

“Cooperative™) will hold its Annual Meeting on September

10, 2021 for the transaction of all lawful business in accord- 1 HERERY REQUEST AN ABSENTEE BALLOT FOR
ance with its Bylaws and the New York State Rural Electric THE SEPTEMBER 10, 2021 ANNUAL MEETING,
Cooperative Law. The Annual Meeting will be held at the ~ Member’s Name:
American Legion, located at 41 Page Ave., Delhi, NY, and  Account Number:
the business meeting shall begin at 5:30 pm.

Member’s Address:
Membets who are unable to attend in person are permitted
under Article [il of the Cooperative’s Bylaws to vote, by
absentee ballot, on any and all issues presenied to the pen-
eral membership at that meeting,

To be eligible to vote by absentee ballot, members may re-
quest that an absentee ballot be sent to them by providing [f'you have any questions with respect to this form or the
the following information and returning this completed form  Annual Meeting, please contact DCEC at (607) 746-2341 or
to the Cooperative, The Cooperative must receive this re- {866) 436-1223, or at Delaware County Electric Co-op, P.O.
guest 1o tater than Angust 21, 2021, All absentee ballots Box 471, 5 North Depot Street, Delhi, NY 13753,

will be sent out on August 21, 2021,
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Delaware Counly
Electric Cooperative

Employee Plan in Response to COVID-19 Virus
Last updated 10/08/2021

Purpose of the Emplovee Plans

These plans will be reviewed again on October 29, 2021, or sooner as warranted,

These plans are intended to minimize transmission of the COVID-19 virus between employees,
so that employees and those they come info contact with outside the workplace are safer. The
plans have been updated as part of the AIDEPP and order of Governor Hochul on 9/6/21 and
subsequent NY'S laws. The Cooperative is obligated to uphold any and all NYS and Federal
laws and follow current CDC guidelines. As more is learned about the virus, these guidelines are
subject to change.

This plan allows us fo continue to serve the most critical needs of members, including answering
the phone and responding to outages. Also, critical office functions like payroll processing will
be maintained under this plan.

This plan also outlines procedures in the event that employees have extended time away from the
office due to a COVID related iliness. :

Furlough
There is no plan to utilize employee furlough based on the current region’s ranking put forth by

the Governor’s office. If there is a new executive order or state of emergency, then employee
furlough will be reconsidered. Individual Furlough (Quarantine) is considered in the event that

an employee may have been exposed to the virus. In such cases, employees may be entitled to

paid leave,

Maintaining Social Distance
Social distancing is absolutely required to limit possible exposure and subsequent contamination,
in the event another employee may be a-symptomatic and be positive for the virus.

Required Precautions
Before Work:
Effective September 10, all employees must perform screening prior to start of any shift.

The following three screening questions are required daily:

1. Are you presently running a fever (99.7 F)?

2. Are you currently experiencing, or recently experienced (in the last 48 hours), any
new or worsening COVID-19 symptoms?

3. Have you had close contact (being within six feet for at least 15 minutes over a 24-
hour period) or proximate contact (as determined by health authoritics) in the past
10 days with any person confirmed by diagnostic test, or suspected based on
symptoms, to have COVID-19?

4. Have you tested positive through a diagnostic test for COVID-19 in the past 10
days?

Prior to June 8, the timeframe for all three questions was 14 days, which was premised on

outdated COVID-19 public health authority guidance. In addition, if an employee had a

1
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preexisting condition that mirrored COVID-19 symptoms, such as migraines, they were required
to answer the symptom screening question in the affirmative. The updated guidance permits
employees to account for preexisting conditions.

Updated forward guidance no longer makes exceptions for vaccination or recovery status
regarding close contact and exposure. Exposure is defined as 15 cumulative minutes of mask-
less close proximity (less than 6’ proper social distancing) to an individual during a rolling 24-
hour period.

While at work, the following precautions shall be taken by all employees:

1) Attempt to maintain a distance of 6 feet between employees whenever practical.

2) If practical, utilize your badge rather than your finger/thumb print to punch in and out
with the time clock.

3) Whenever practical, clean and disinfect shared surfaces by utilizing disinfect wipes and
cleaners provided by the Cooperative. Shared surfaces include time clocks, bathroom
fixtures, door handles, steering wheels of shared vehicles, gas pumps, etc.

4) Wash hands thoroughly as often as possible and after contact with surfaces that may not
be sanitized. Avoid touching your face with your hands.

5) Utilize hand sanitizer when unable to wash hands after touching surfaces that may not be
disinfected. The Cooperative has provided sanitizers in all areas of the office, and
disposable sanitizing wipes and liquid are available for all trucks and offices.

6) Sanitize all trucks before and after using.

7} When vehicles are shared, employees not fully vaccinated within the shared vehicle must
wear face coverings.

Face Masks :

We are required to wear facemasks in any situation where we may not be able to maintain
social distancing with members of the public or with each other as employees while indoors
(indoors defined as under roof).

For this reason, the Cooperative has provided all employees and guests with disposable face
masks. FR face masks have been supplied to those who work in and near the energized space.
Please let us know if you are in need of FR masks or any other PPE. All employees and
directors must deny access to Cooperative property to any non-employee that refuses to wear a
mask.

On October 8, 2021, the CEO reviewed for any changes to September 8, 2021 guidance. There
were no changes.

Effective July 27, 2021 and August 2, 2021, CDC has updated Forward Guidance for several
industries, including office-based and energy

For the purposes of this guidance, people are considered fully vaccinated for COVID-19 >2
weeks after they have received the second dose in a 2-dose series (Pfizer-BioNTech or
Moderna), or >2 weeks after they have received a single-dose vaccine (Johnson & Johuson
[J8J)/Janssen)*; there is currently no post-vaccination time limit on fully vaccinated status.
“Unvaccinated people” refer to individuals of all ages, including children, that have not
completed a vaccination series or received a single-dose vaccine.

2
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The CDC added a new online daily tracker to highlight COVID hot spots by county amid a surge
in the more contagious Delta variant to coordinate indoor mask wearing regardless of
vaccination level. The mask guidance separates COVID transmission risks into four color-coded
categories: low, moderate, substantial and high (blue, yellow, orange and red). Indoor mask-
wearing in public is recommended by the CDC in counties with substantial or high COVID
transmission or test positivity rates. That means counties with at least 50 new COVID-19 cases
per 100,000 population over the past seven days, or a COVID test positivity rate of 8% and
above,

At least daily, during normal work hours (M-I), the status for each county within the DCEC
service footprint will be posted by the time clock and other locations throughout the property.
The CDC updates the county status daily at 2000 hours (8:00PM ET) to:
bttps://covid.cde.gov/covid-data-tracker/fcounty-view

In addition to incorporating updated mask, physical distancing, and capacity rules that have been
in place since New York adopted the Centers for Disease Control and Prevention (CDC)
guidance for fully vaccinated individuals on May 19, 2021, the most significant modification to
the NY Forward Guidance update is the change in screening questions.
The following three screening questions are required daily:
1. Are you presently running a fever (9.7 F)?
2. Areyou currently experiencing, or recently experienced (in the last 48 hours), any
new or worsening COVID-19 symptoms?
3. Have you had close contact (being within six feet for at least 15 minutes over a 24-
hour period) or proximate contact (as determined by health authorities) in the past
10 days with any person confirmed by diagnostic test, or suspected based on
symptoms, to have COVID-19?
4. Have you tested positive through a diagnostic test for COVID-19 in the past 10
days?

Fe-ensure-our-collective-health-and-safety-employeesthat-desire-to-operate under June 2021
fully vaecinated-puidelines-must complete-annffidavit by presentingtheisvaceination-card
shewing-at-least-14-days-sineereceiving-their final dose-orshow-atleast-90 days-sinee being
cleared-to-return-to-workby-a-doctor-te-two managers-and-obtain-their signatures-on-a-form

which-will-be-placed-inthe-empleyee’s HR-file—By-completing this-form,-youmay-elect-to-be
masle-less-througheut-the DCEC buildingon-days-eategorized-us-low-er-moderate-per-the-GDC
datly-tracker:

¥orsmall-groups-ofemployeesincludinga-mix-of vaceination-levelsfully veceinated-employees

meay-go-mask-less-while-keeping-physieal-distanee-on-days-categorized-as-low or mederate per
the-CDC-duily-tracker-or must-wear-earegular-face covering on-days-categorized-ag-substantial-or
high-perthe-CHE-daily-tracker

118915G2.1 1/18/2021
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Suspected COVID-19 Exposure Procedure

All employees are required to notify their immediate supervisor and departmental manager if
they suspect or are notified that there was a possible exposure to the virus. In some cases, the
possible exposure to the virus may be remote, but it still needs to be reported as soon as you have
knowledge of the possible exposure.

Possible Outcomes per 09/11/21 CDC Guidelines and NYS Department of Health (DOH):

1) FOR INDIVIDUALS EXPOSED TO COVID-19 WHO ARE NOT FULLY
VACCINATED OR HAVE NOT RECOVERED FROM COVID-19 IN THE
PREVIOUS 3 MONTHS. Individuals exposed to someone with confirmed or suspected
COVID-19, who are not fully vaccinated or have not recovered from COVID-19 in the
previous 3 months, are required to quarantine for 14 days after exposure. Testing is not
required to end quarantine after 10 days provided no symptoms have been reported
during the last 10 days of the quarantine period with at least 24 hours having passed since
resolution of fever without the use of fever reducing medications and improvement in
other symptoms. However, tests should be sought immediately if any symptoms develop
during the 10 days after exposure. Regardless, recommendations are to be clinically
evaluated and tested for COVID-19 by healtheare provider with 2 negative tests in a row
taken at least 24 hours apart.

2} FOR FULLY VACCINATED AND PREVIOUSLY RECOVERED INDIVIDUALS
EXPOSED TO COVID-19. The key factor remains that the individual remains
asymptomatic. However, individuals should be encouraged to consult with their
healthcare provider if they have any questions about their individual situation, such as
immunocompromising conditions or other concerns.

* Asymptomatic individuals who have been fully vaccinated against COVID-19 do
not need to quarantine after exposure to COVID-19. However, the CDC now
recommends that the individual get tested 3-5 days after the exposure and wear a
mask indoors and around others for 14 days or until a negative test is received.

» TFully vaccinated individuals exposed to COVID-19 who are experiencing related
symptoms must isolate themselves for at least 10 days from onset of symptoms
with at least 24 hours having passed since resolution of fever without the use of
fever reducing medications and improvement in other symptoms, Alternatively,
be clinically evaluated and tested for COVID-19 by healthcare provider with 2
negative tests in a row taken at least 24 hours apart. This guidance applies to all
persons regardless of vaccination status.

o Recovered individuals are encouraged to get vaccinated

3) FOR DOMESTIC TRAVEL. Asof April 1,2021, asymptomatic domestic travelers,
including healthcare providers, arriving in New York State from other U.S. states and
territories are not required to test or quarantine, Domestic travelers do not need to
quarantine if they are fully vaccinated or have recovered from laboratory confirmed
COVID-19 within the previous 3 months. However, while not required, quarantine,
consistent with the CDC recommendations for international travel, is still recommended

11891502.1 1/18/2021
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for all other asymptomatic domestic travelers for either 7 days with a test 3-5 days after
travel or 10 days without a test.

COVID-19 Infection Procedure
All employees are required to notify their immediate supervisor and department manager if they
exhibit symptoms of having contracted the COVID-19 virus after a known exposure.

Possible Outcomes per CDC Guidelines and NYS Department of Health (DOH) at this time:

1) If'an employee has symptoms and has received a positive test result, they can return
to work after the following conditions are met:

a) 10 days since symptoms first appeared and

b) 24 hours with no fever without the use of fever-reducing medications and

¢) Other symptoms of COVID-19 are improving*

*Loss of taste and smell may persist for weeks or months after recovery and need not delay
the end of isolation,

2) If an employee tested positive but has no symptoms, they can return to work after 10
days of having received the positive result if they are still not exhibiting symptoms.

3) If an employee is subject to an Order of Quarantine by a state agency or health
department, or has a positive COVID-19 test, the Cooperative will pay the employee
for up to 10 days of leave, consisting of the ten 10 days beginning on the date of the
start of the Order of Quarantine or the date of the positive test.

4) If an employee has met the 10-day requirement and/or has reached the end of &
county or state mandated quarantine, but still cannot report to work due to illness,
the employee will be required to use sick time or other appropriate forms of PTO for
continued leave. If the sick time is longer than 3 days, the employee will be required
to obtain and submit a directive from a medical professional verifying the need for
leave and setting forth a return-to-work date. The Cooperative may also require that
a medical professional and/or the employee submit documentation that deemns the
employee safe and able to return to work.

In addition, an employee who has been out of work pursuant to an order of quarantine or
isolation and who tests positive a second time for COVID-19, must submit verification of
the positive test result to their immediate supervisor. In such cases, the Cooperative the
employee may receive an additional 5 days of paid leave and would also be cligible for 5
days of PFL / DBL, Employees wishing to apply for PFL/DBL should contact Human
Resources or Guardian insurance as soon as possible to receive appropriate forms. This
same procedure and leave would apply if the same individual tests positive for COVID-19 a
third time.

The employee is not entitled to leave more than three times, and any subsequent leave must
comply with the Cooperative’s existing leave policies.. Employees can also apply for NYS
DBL/PFLA through our insurance carrier, Guardian, for an additional 5 days paid by the
insurance carrier per positive test.

For example:

11891502.1 1118/2021
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Exposure or Positive Test Employer paid up to10 days
2" Positive Test Employer paid up to 5 days | PFL/DBI. paid up to5 days
3% Positive Test Employer paid up to 5 days | PFL/DBL paid up to 5 days

5) Ifan employee does not have or exhausts all sick time, they may utilize the sick leave
donation program outlined in the union contract, if eligible.

0) Ifthe employee is still unable to return to work after having exhausted all PTQ and sick
time, the employee will be transitioned to short term disability for a maximum of 26
weeks. If the employee cannot return to work after 26 weeks being on short term
disability and is still unable to return to work, the employee will be transitioned to long
term disability.

7) Employees that are in their probationary period and therefore, do not have any PTO, are
eligible to apply for NYS statutory short-term disability but not the enhanced short term
disability benefits provided by the Cooperative. Any days beyond the NYS statutory
short term disability, will be taken as unpaid leave.

Please note: All “days™ refer to calendar days and not workdays. Also, all Department of Health
mandated quarantine days will be paid by the employer and not subject to employee’s PTO.,
Employees that need to care for a family member are eligible to apply for Family Care through
Paid Family Leave and should see Human Resources or Guardian Insurance for the appropriate
forms.

The Cooperative is considered to employ essential employees, and as such, reserves the right to
evaluate and consult with each individual employee on a case-by-case basis to artive at a mutual
course of action for each scenario.

Collective Bargaining Agreements

It is not the intention of the Cooperative’s management to violate any collective bargaining
agreement in implementing these emergency measures. If an issue arises with respect to
contractual terms or conditions of employment, management is committed to sitting down with
union representatives as soon as practical to work in good faith to address any issues.

This plan is being sent to IBEW Local 10 for their informational purposes. Management will be
open to discuss any issues that may be identified by the Union. In the meantime, the plan will be
implemented out of concern for our employees and members of the public.

REVISION DATES:
01/20/21, 03/17/21, 04/20/21, 05/24/21, 06/11/21, 07/06/21, 08/04/21 09/06/21, 10/08/2.1
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topics : catch’phrase/them catch phrase/theme - - ways To communicate .7
1 4 Efficient Gadgets for Your Kitchen Safe Holiday Season How to Save $5 on Electric During | Mawsletter, Facebook, website, smarthub alerts,
the Holidays bill print messages, emzall blast, video
2 Dec-21 Upgrade Electronics for Energy Efficiency Things are Looking Up: Efficient High-Speed Internet for All Bill insert, Facebook, website, newsletter,
Attics Smarthub alerts, bill print messages, email blast
3 Jan-22 The Cost of Space Heaters Are You Ready to Serve on Our Working with Local Legisiators | Newsletter, Facebook, website, smarthub alerts,
Board? bill print messages, email blast
4 Feb-22 5 Energy-Saving Tips for Working from Home Why We Love Our Members Sealing Exterior Doors Bill insert, Facebook, website, smarthub alerts,
bill print messages, emall blast
5 Mar-22 Surge Protection 101 The Kind of Audit You Actually Newsletter, Facebook, website, smarthub alerts,
Want bill orint messages, email blast, video
o Apr-22 Lineworker Apprecigtion Day Steps for Safe Digging Benefits of Tree Trimming Bill insert, Facebook, website, smarthub zlerts,
bill print messages, email blast, video
7 May-22 How We Restore Power Safely May Is Electrical Safety Month Generator Safaty Newsletter, Facebook, website, smarthub alerts,
bill print messages, email blast, video
8 Jun-22 Tips for Before and After the Storm Power Restoration 5 Tips for Hiring an Electrician Bill insert, Facebook, website, smarthub alerts,
biil print messages, newspapers, Family Fun Day
9 Jul-22 Stay Fresh: indoor Air Quality Tips Know the Signs of a Scam Aveoid Downed Power Lines Newsletter, Facebook, website, smarthub alerts,
bill print messages, email blast, video
10 Aug-22 Save a Lifel That Text Can Wait Value of Electricity Bill insert, Facebook, website, smarthub alerts,
bill print messages, newspapers, Family Fun Day
11 Sep-22 Food Safety After an Qutage The Power of Preparaticn Newsletter, Facebook, website, smarthub alerts,
bilf print messages, email blast, video
12 Oct-22 Celebrating Membership Co-op Month Cybersecurity Awareness Month | Bill insert, Facebook, website, smarthub alerts,
bill print messages, newspapers, Family Fun Day
13 Nov-22 Keep Pets {and Energy Bills!) Comfortable Co-ops are Community-Focused Newslatter, Facehook, website, smarthub alerts,
bill print messages, email blast, video
14 Dec-22 Wrap Your Home in Energy Savings Happy Holidays Bill insert, Facebook, website, smarthub alerts,
bill print messages, newspapers, Family Fun Day
15 Jan-23 Smart Security Options What Owning an £V Really Looks Recap of 2022 Newsletter, Facebook, website, smarthub alerts,
Like bill print messages, email blast, video
16 Feb-23 Electrifying End-Use Appliances The Challenges of Efficiency The Future is Bright Bill insert, Facebook, website, smarthub alerts,
Upgrades bill print massages, newspapers, Family Fun Day
17 Mar-23 Value of the Electric Grid Energy Efficient Landscaping Batterias Large and Small Newsletter, Facebook, website, smarthub alerts,
bill print messages, email blast, video
18 Apr-23 - Indoor Agriculture Window Upgrades (part i) Lineworker Appreciation Day Bill insert, Facebook, website, smarthub alerts,

bill print messages, nawspapers, Family Fun Day
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Notice of NRECA Director Flection

To: NRECA Voting Members Located in the State of New York
From: Jim Matheson, NRECA Chief Executive Officer %%’f{z-
Date: October 4, 2021

As aNRECA voting member located in the state, and regardless of whether you are a member of a NRECA
statewide member, you may vote for the NRECA Director. You may vote, however, only for the NRECA
Director representing this state. The NRECA Director elected will serve the tetm which begins with the
adjournment of the 2022 annual meeting of the NRECA Board of Directors (“Board”) and ends with the
adjournment of the 2024 annual meeting of the Board.

NRECA notifies you that the NRECA Director representing your state for this term will be elected at the
following date, time, and place, and under the following procedure:

Date: November 18, 2021

Time: 10:00 a.m,

Place: Statewide

Pracedure: In nominating and electing the NRECA Director:

. Each NRECA voting member located in the state may select a voting delegate and allernate voting
delegate, each voting delegate has one vote only, no voting delegate may vote for more than one
NRECA voting member, and each voting delegate must complete the enclosed Certification of
Voting Delegate for NRECA Director Election and submit it at the election on November 18";

e Voting by proxy is prohibited, voting by mail, electronic mail, or other remote communications is
prohibited, and the presence of voting delegates representing at least 20 percent of the NRECA
voting members located in the state is a quorum;

. The incumbent NRECA Director presides over the efection, but, if the incumbent is a candidate
and comments regarding the election, then an individual designated by the incumbent, and
approved by the NRECA voting members present, presides over the election;

. Any voting member director, officer, employee, or member may nominate himself or herself, or
another candidate, from the floor and no second is required,;

- Voting is by secret ballot unless only one candidate is nominated, in which case the candidate may
be declared elected by acclamation; and

] The NRECA Director must be elected by a plurality of votes cast (largest number of votes cast),

and, if there is a tie vote, then voting is repeated and the nominee receiving the lowest number of
votes is not removed from the next ballot.

A NRECA Director candidate must be located in the state, and must be a member, director, officer, or
employee of a NRECA voting member in good standing located in the state.! To become and remain a
NRECA Director, an individual must comply with the NRECA Board of Directors Conflict of Interest
Policy (“Policy”) and annually complete and sign a Conflict of Interest Certification and Disclosure Form
(“Form™). The Policy, Form, and the NRECA Director Job Description are available upon request.

Fora copy of these documents, or for administrative questions about the NRECA Director Election process,
please contact Bernita Faulkner, Liaison to the NRECA Board of Directors, at 703-907-5541 or
bernita.faulkner@nreca.coop. For legal questions about the election process, please contact Jessica Healy,
NRECA Office of General Counsel, at 703-907-5846 or jessica.healy@nreca.coop.

"If the individual is a director or officer of an NRECA voting member, the individual shall be considered to be
“located” in the same jurisdiction as the voting member for which the individual is a director or officer, NRECA
Bylaw Article Tll. Section 1. D. (2) a.

4301 Wilson Blvd. | Arlington, VA 22203-1860 | tel: 703.907.5500 | nreca.coop
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2021 Christmas Party

1.) Who should DCEC invite? All active & retired employees & directors? Only active
employees and directors? Include grounds and cleaning personnel? Greg invited only
current employees and current directors plus grounds and cleaning personnel, Mark §. invited all

the current and retired employees and direciors plus the summer hires from the Tree Crew, buyt
not the grownds and cleaning personnel.

2.} Will the Coop be paying for anything different this year? i.e. alcoholic drinks or gifts?
In the past, DCEC covers cost of dinner only. DCEC didn 't pay for alcoholic drinks or gifts,

Mark 8. purchased all gifis in prior years Jrom his own pocket. In 2019, the total cost Jor dinner
was $1,963.635.

3.) Should we survey active employees to see if anyone is interested in attending or feels
comfortable attending? In the event of a cancellation DCEC will need to let Bluesione
know 10 days prior to the date of the party. in the event of a low headcount DCEC
will be obligated to pay a guaranteed minimum number of guests fee of $1,000,

5 North Depot Street, P.O. Box 471, Delhi, NY 13753
Telephone: (807) 746-2341  Fax: (607) 746-7548 www.dce.coop
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AKE A DIFFERENCE THIS HOLIDAY
10/11/2021—12/17/2021

DCEC
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Drop off unexpired goods & nonperishable goods

Donations will go to Delhi Food Bank
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Give a gift to an underserved child this holiday season.
For many children, this may be the only present they receive,

T T

This year, with your support, we plan to donate to the Christmas Feeling Fund
in Stamford. Please bring unwrapped toys and gift cards for children between
the ages of 2 to 12-years to the DCEC office located at & North Depot Street in
Delhi, before November 12th. All gifts will be delivered to the First
Presbyterian Church in Stamford on the 15th to be wrapped and distributed to
the child through the Christmas Feeling Fund.

Please join us - there are many ways you can help. Together, we can make this
year’s Toy Drive a truly magical experience for many children in DCEC’s
service area,

If you have any questions please contact Administrative Assistant Alicia
VanZandt at (607) 746-9299 or email alicia.vanzandt@dce.coap.

' Defaware County
Electrie Cooperative
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