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1.1

21

3.1

4.1

4.2

5.1

ARTICLE1
Agreement

This Agreement is made as of August 9, 2018 by and between the Communications Workers of
Amarica (District 3), herainafter referred to as the “Union” and Thryv, Inc. hereinafter referred to as

the “Company.”

ARTICLE 2
Non-Discrimination

The parties affirm thefr infention that the provisions of this Agreement will be applied without
discrimination because of race, color, age, religion, national crigin, sex, sexual orientation, mental
or physical handicap or veteran status of the employee, or because of activities protected under
the National Labor Relations Acl.  Notwithstanding other provisions of this Agreement, it Is not the
intention of the parties to restrict employees' rights to pursue claims under discrimination statutes

including sexual harassment claims.

ARTICLE 3
Federal and State Laws

Should any valid Federal or State Law, or the final decision or order of any Court or national or
state regulatory body of competent jurisdiction specifically affect any provisions of this Agreement,
the provision or provisions so affected will be construed as having been changed to conform to the
law cr decision, and the othar provisions of this Agreement will continue in full force.

ARTICLE 4
Union Recognition

The partizs agree that the Company hareby continues its recognition of the Union, for the purposes

of collective bargaining with respect to rates of pay, wages, hours of employment and other conditions
of employment, as the exclusive bargaining representative of ali employees of the Company except
for supervisors and professional employees as defined in the National Labor Relations Act as
amended, and employees regularly performing confidential labor relations duties. The jobs presently
within these non-rapresented categories are listed balow.

4.11

The Company and the Union mutually agree that the bargaining unit employees shall be
those with the job titles listed as follows:

Business Adviscr - Premise . Special Clerk-Market Assignment
Senior Business Advisar - Premise . Sales Team Suppert Clerk
New Business Advisor - Premise . Special Clerk-Directory

As a result of collective bargaining, the parties hereby covenant and agree that the following
provisions will remain unchanged and govern their relationship for the duration of this labor

agreement,

ARTICLE 5
Management Rights

The Union recognizes the Caompany's fraditional right to manage its business and to establish and
require standards of performance, except as specifically limited by this Agreement. Nonatheless,
if the Company plans to make any changs in the way it manages its business which significantly
affects a term{s) and/or condition(s) of employment which is bargainable under the NL.RA, and
which term(s) and/ar cendition{s) of employment {or changes therate) are not otherwise dealt with

1




5.2

6.1

6.2

6.3

6.4

in this Agreement, the Company will notify the Union in advance of making the change, and provide
an opportunity for the Union to meet and negotiate over the change for thirty days prior to the
Coempany's implementation-of the change. It is not the intent of the Company to impose financial
obligations on employees which will more than minimally reduce the value of their compensation
packages (e.g., requiring an employee to expend personal resources on speclalized training or
designer blazers).

Nothing In this provision is intended to prevent the Company from making a change after negotiation
in such situations as described above in paragraph 5.1 and the Union may not take any action
forbidden by Article 6.4 or seek to grieve or arbitrate over the change. Notwithstanding the
foragoing, the Union may grieve and arbitrate whether any financial obligation imposed on
employees by a unilaterally imposad changs more than minimally reduces the value of their
compensation packages. The Union may also grieve and arbitrate the question of whether ihe
Company provided- the Union with the required notice and opportunity to bargain. If the Union
arbitrates the Issue of inadequate notice and/or inadequate opportunity to bargain and the
grievance is sustained, the arbitrator may award a remedy which is appropriate under all the

circumstances.

ARTICLE &
Mutual Respensibilities

The Company and the Union recognize that it is in the best interest of both parties, the asmployees
and the public that all dealings between them continue to be characterized by mutual responsibility
and respect. To ensure that this relationship continues and improves, the Company and the Union
and their respective representatives at all levels will apply the terms of this Agreement fairly and in
accord with its intent and meaning and consistent with the Union’s status as exclusive bargaining
representative of all employees covered by this Agreement.

Collective Bargaining shall be conducted by the duly authorized bargaining representatives of the
Company and the Union,

$.2.1  The Company and the Union will be representad by a maximum of five {5} representatives
each during bargaining sessions unless mutually agreed otherwise.

6.2.2 Collactive bargaining shall be conducted at mutually acceptable times and locations.

8.2.3 Itis the intention of the parties to conduct their negotiations in such a manner as {o reach
a naw agresment on or before the expiration date of this Agreement.

During the term of this Agreement the Company will not conduct any lockout of the Union or any
employees subject to this Agreement.

During the term of this Agreement, the Unfon, its members, agents or representatives, and the
employees covered by this Agresment, shall not authorize or engage in any strike, walkout,
slowdown, sit-cown, or refusal to work. Without limiting any other remedy the Company might
have, if any of the above, or any other reat interference with work cccurs, the Union will make its
best effort to end such action as quickly as possible. Except as modified by this provision, it is
understood that this provision does not limit the Union, its members, agents, and employees
cavered by this Agreement from exercising all rights granted them by the National Labor Relations

Act.

Without fimiting the foregoing, in the event of a dispute {including a bargaining dispute) between
the Company and the Union with respect to the Bargaining Unit identified in Article 4, there shall be
no actions of the type described above taken against any other CWA-representec Company
business unit, provided that empioyees and/or managers of such other business unit are not

performing struck work of this Bargaining Unit.

2




7.1

7.2

7.3

7.4

7.5

7.6

7.7

7.8

7.9

7.10
7.1

7.12

8.1

ARTICLE7
Definitions

Regular Employee —~ shall mean an employee, who is hired for continuous employment,
accumulates service and is entitled to all the benefits and coverages granted in this Agreement,

Regular Full-time Employee — shall mean an employee who is normaliy assigned a work schedule
of forty (40) hours per week.

Regular Part-time Empioyee — shall mean an empleyee whose normat assignment of workis less
than a normal workweek.

Employee — shall mean a person wheo is in the bargaining unit and who performs work for the
Company for which they are paid a stated compensation reported on a W-2 form.

Temperary Employee — shall mean an employes hired for a specific project or a pericd of time,
with the definite understanding that their employment is to terminate upon the completion of the
project or at the end of the pericd, and whose employment is expacted to continus for not more
than twelve (12) months, A temporary employee Is not entitled to the benefits and coverages
granted in this Agreement unless such entitlement is expressly staled as applicable to temparary

employees.

Occasional Employee — shall mean an employee who is engaged on a daily basis for a periad of
not mora than three {3} months, in any calendar year, regardless of the length of the daily or waekly
assignments. Such individuals are to be treated as employees eniy on the specific day(s) for which
work assignments are scheduled. An occasional employee is not entitlad to the benefits and
coverages granted in this Agreement unless such entitlement is expressly stated as appiicable (o

occasional employees,
Seniority — Seniority for hargaining unit positions shall be based on net credited service.

Net Credited Service — shall mean “net credited service” as defined in the applicable Pension Plan
for Collectively Bargained Employees.

Business Reguirements - shall mean the requirements, as determinad by the Company to
accomplish its business.

Shift — normally shall mean an eight (8)-hour work period.
Normal Workweek — The normal workweek for regular full-time employees will be forty (40) hours.

Unien Representative ~ shall mean a person duly designated as such in writing by the Union to
the Company's Human Resources/Labor Relations designes.

ARTICLE 8
Common Intarest Forum

The Company and the Union share a mutual commitment to the achievement of strategic and
revenue growth objectives consistent with the Company’s. Strategic Plan and the interests of the

employees.
A Common Interest Forum will be established for the following purposes:

Providing a framework for early communication and discussicn between the parties on
business developments of mutual interest and concern to the parties and their

constituencies;

3




8.2

Providing a forum for feedback on existing sales policy and to promate an understanding
of sales policies and their application;

Discussing and reviewing innovative approaches to enhance the competitiveness of the
Company and thereby improving empleyment opportunities;

Discussing problems and concerns associated with health and safety, the needs of work
and family Ife, and training and educational opportunities,

Improving understanding and relationships between the parties and avoiding unnecessary
disputes by cooperatively addressing significant changes and developments in the Unian

or Company envirenment.

Discussing health care cost containment initiatives (e.g. benefit enrollment roll-outs,
wellness programs) that can benefit the Company and the employee by providing quality
care and reasonable access while containing costs. This meeting will be held after benefit

‘ vendar selaction but prior to benefit enrollment.

Equal numbers of key Management and Union persons shall constitute the forum. Mestings will
be convened by the parties at mutually agreeable places and times. Otherwise, the members of
tha forum shall determine its composition, structure, agendas, and operation.

The forum shall meet from time to time as mutually agreed.

It is the intent that such forum supports, but does not replace, the collective bargaining proecess and
the established contractual conflict resolution procedures. '

One Union representative (who is also an active employee of the Company) may be excused from
work with pay, based on the needs of the business, to attend a Cemmon Intarest Forum or other
such joint conferences initiated by management and mutually agreed to in advance as such,

8.2.1 Pay treatment will be in the same manner as other absences that are excused with pay,
e.g., a vacation day, for a maximum of gight (8) hours per session.

8.2.2 If more than one Union representative is excused from work for participation, such
representative shall be unpaid unless the AVP-Labor Relations.

ARTICLE 9
Compensation and Job Classifications

Sales Compensation

9.1

9.2

9.3

The Company's Sales Compensation Plan, which includes Base Pay Ranges, will apply to sales
representatives in each job title. The Sales Compensation Plan will be implemented in conjunction
with the Company’s sales policies as adjusted periodically. Base pay administration will be in
accordance with the Company’s Merit Pay Plan.

In connection with the Sales Compensation Plar, or any other plan implemented under 8.3 hereof,
Management, in its sole judgment, will estabiish the objectives and commission rates for every
sales representative, taking into account such factors as growth objectives, market conditions,

product factors, job titte and account assignment.

After one (1) year from implementation of the Sales Compensation Plan, the Company reservas
the right to change the sales compensation plan design. The Gompany will provide notice to the
Union with respect to any significant changes and an opportunity to bargain for up to thirty (30)

4




9.4

days prior to any significant changes taking effect. lt is not the intent of the Company to diminish
garnings petential with any future changes to plan design, but rather to invest sales compensation
dollars wisaly to ensure the Company's revenue and strategic goals are met in an increasingly
competitive environmeant,

If, between six and nine months after the unilateral implementation of any significant change in the
clan design {that is, after a reasonable stabilizing period), the Union identifies that the change has
resulted in a significant diminution of earnings potential, as defined below, then the Company shall
pay a remedy as described below. There shall be no other remedy.

9.4.1

9.4.2

9.4.3

A significant diminution in earnings potential is defined as a five percent (5.0%) or more
difference in average earnings {(base pay plus incentive) for a sales job title across this
CWA Bargaining Unit utilizing the Sales Compensation Plan for which the change has been
made, from what would have been earned had the change not been made. To determine
the perceni changs, average earnings for the most recent twe (2) full plan quarters for the
sales job title(s) and bargaining unit(s) affected by the change in plan design will be
compared to average earnings which have been earned by the same population calculated
utilizing the plan design prior to the change. For purposes of these calculations, only
employses with six months or more in the sales job title at the beginning of the
measurement period will be included. The parties acknowledge that comparisons of plans
with different componanis may produce distortions which do not reflect changes in earnings
potential. Adjustments will be made tc any calculation to avold any such distortions.

if the calculation of the difference defined in 9.4.1 shows a decrease in average earnings
of more than five percent (5.0%), then the Company will pay a totat remady, based on a
maximum remedy of $500,000, o be distributed based on performance among the
employees affacted by the decrease and wha are then on the payroll. The amount and
distribution of the total remedy will be determined as follows:

1. The number cf employees in the sales job title(s) and bargaining unit(s), where the
change resulting in a significant decrease has been implemented, divided &y the total
number of sales representatives in this CWA Bargaining Unit utllizing the Sales
Compensation Plan equals the percentage of affected employees. The number of
employees/sales representatives will be determined as of the last day of the
cempatrison period.

2. The percentage of affected employees multiplied by the maximum remedy of $500,000
equals the total remedy.

3. The total remedy will be distributed based on performance as follows:

a. Determine overall performance based ¢n percent to goal during the measurement
period for each individual in the affected job title(s) and then multiply each
individual's percent to goal by 100,

b. Add all points.
c. Divide the tetal remedy doliars by the peint total.
d.  Multiply each individual's point score by the dollars per point.

In the event of a significant diminishment in earnings potential as defined in 9.4.1 above,
the parties will negotiate over a further change. [If no agreement is reached within thirty
(30) days, the Company may implemeant a plan design it believes will not result in a
slgnificant diminishment of earnings potential. Once the plan is implemented then al! the
provisions of 9.4 will apply except that:

5




1. If the Union alleges that the implemented plan has resulted in a substantial
diminishment in earnings potential, the calculations identified in 8.4.1 will apply utilizing
the most recent plan design that did not cause a payment of remedy under 94.2 to
compare earnings against the implemented plan.

2. The new total remedy to be divided will be the total remedy as determined in 9.4.2 {2)
up to $500,000 plus the total actual earnings diminishment in excess of 5.0% for each
group determined to have a significant diminishment under 9.4.1.

The Company's Sales Compensation Plan design has used the concept of Total Targeted
Compensation. For the purpose of this Agreement, Total Targeted Compensation is the sum of
annual base pay plus annual incentive pay for performance levels at 100 percent of the assignead
objectives. Total Targeted Compensation at the midpoint of the Base Pay Range for each position
is listed in the table below:

9.5

' GALES COMPENSATION PLAN
For Sales Qffices in Southeast
Total Targeted Compensation

Qutside Sales Pay Areas

o The business adviscr basic annual salaries shall be set by pay areas that are aligned with each
individual's specific designated location:

Pay Area 4 Pay Area 3 Pay Area 2 Pay Areal
Miami Atlanta Charlotte Asheville Jacksonville
Ft. Lauderdale Orlande Augusta Macon
Raleigh Columbia Melbourne
Tampa Columbus Pensacola
Wilmington Greensborc | W. Palm Beach
Savannah Greenville
Panama City

+ Base Pay Ranges for each premise business advisor positicn is listed in the table below:

Qutside Sales Base Salaries

ea 3 . Ta A Mi lax;
1 528,800 $36,000 | $43,200 $50,400 | $63,000 575,600
2 532,000 $40,000 | $48,000 $56,000 | $70,000 584,000
3 535,200 $44,000 | 552,300 $61,600 | $77,000 $92,400
4 $38,400 $48,000 | $57,600 $67,200 | $84,000 | $100,8C0




Qutside Sales Target Total Compensation

« TTC =base pay + annual incentive pay at 100% of assignhed objectives

«  TTC at the midpoint of the Base Pay Range for each position is listed in the table below:

Pay Area PayArea’ ay Area Pay Aread =
Sr. Business Advisor $117,000 $136,000 $143,000 $156,000
Business Advisor $81,000 $90,000 $99,000 $108,000
New Business Advisor 581,000 $50,000 $99,000 $108,000
9.6 Total Targeted Compensation is set out here to provide employees a frame of reference, but it is
not guaranteed income or expected average income.
9.7 Changes to sales compensation plans will not be subject to bargaining, grievance and arbitration

or other legai challenge, except as provided in 9.2 and 9.4 above,

Any claim of failure to comply with 9.2 and 9.4 shall be subject to arbitration at which the sole
remedy, if a violation is established, shall be an order to comply with those sections.

Wage Schedules

9.8 Wage Progression Schedules {(Appendix A} and Wage Schadule Administration will apply (o
amployees other than sales representatives covered by the Agreement, '




Job Classifications

9.9

9.10

2.1

The Company may éstablish new job title(s), and review and change existing job duties and fitle(s),
based on the content of the job and the work being performed as deemed necessary.

The job title classification assigned to employees will be in accordance with the preponderance of
work duties they are called upon to perform.

Whenever the Company determines it appropriate to create a new job titte or job classification in
the bargaining unit, it shall proceed as follows:

2.11.1

9.11.2

9.11.3

9.11.4

8.11.5

The Company shall notify the Union in writing of such job title or classification and
shall furnish a job description of the duties and the carser level with annual base
salary range or Wage Progression Schedule determined for such job titles and
classifications. Following such notice to the Union, the Company may proceed to

staff such job titles or classifications.

The Union shall have the right, within thirty (30} days from the receipt of notice from
the Company, to initiate negotiations concerning the career level with annual base
salary range or Wage Progression Schedule established by the Company.

If negotiaticns are not so initiated, or if the parties are unable to reach agreement
within sixty (60} days, the carear level with annual base salary range or Wage
Progression Schedule set by the Company shall remain in effect subject to the
exceptions outlined in 9.10.4 and 9.10.5 below applicable only to positions covered
by Wage Progression Schedules.

For positions cavered by Wage Progression Schedules, if negotiations are initiated
pursuant to paragragh {2.10.2), above, and if the parties are unable to reach
agreement within sixty (60) days following receipt of notice from the Company, the
Union may, within thirty (30) days of the expiration of the sixty (60) day period for
negotiations, request the issue of an appropriate Wage Progression Schedule be
submitted for reseclution to a neutral third party. Within seven (7) days of such
request, each party will submit to the other party its final proposed Wage Progression
Schedule, which cannct thereafter be changed.

The neutral third party shall be selected by mutual agreement from among those
who possess acknowledged expertise in the area of employee compensation. The
parties may submit all evidence deemed relevant to the issue to the neutral third
party. At the request of either party, a hearing shall be held to receive such evidence.
Any such hearing shall be held within thirty (30) days after the matter is referred to
the neutrai third party. While it is not intended that such third party undertake a full
and complete job evaluation study, he or she shall review other job titles or
classifications and their Wage Progression Schedules for comparison purposes and
may make an on-site inspection of the work place and conduct a reasonable number
of intervisws of incumbents. A written decision as to the appropriate Wage
Progression Schedule will be rendered by the neutral third party within sixty (60)
days of the date that the matter is referred for resclution. Inthe event that the neutral
third party determines that a different Wage Progression Schedule is appropriate, the
Wage Progression Schedule shall be placed in effect retroactive to the date the
change or new job was implemented, except that in no event shall the raetroactive
effect exceed one hundred fifty {150} days. The neutral third party shall have no
authority to add to, subtract fram, or modify any provisions of this Agreement.
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10.1

10.2

10.3

10.4

9.11.6 The procedures sat forth in this Section shall be the exclusive means by which the
Union may contest the Wage Progression Schedule which the Company sets for any

new job title or classification.

9.11.7 The cost of the neutral third party shall be boerns equally bstween the Company and
the Union.

ARTICLE 10
Working Practices

Work Schedules and Shifts

10.1.1 A workday is the period of time batween 12:00 midnight preceding and 12:00
midnight ending any day. Any shift is part of the workday on which such shift begins.

10.1.2 A workweek will begin on Sunday at 12:01 A.M. and and on the following Saturday
at 12:00 midnight.

10.1.3 The normal workweek for regular full-time employees wil! be forty (40) hours.

Overtime

10.2.1 It is expected that all employees will be available and willing to work hours in addition to
their normal work schedule to the extent deemed appropriate and approved by the
Company. The Company reservas the right to schadule and assign mandatory avertime,

as it deeams necessary. Where possible, the Company will provide 24 hours advance notice
for such assignments.

10.2.2 Overtime will be paid in accordance with the Fair Labor Standards Act as applicable.

Payrofl Adjustments

10.3.1 All overpayments or underpayments tc an employae will be adjusted in the employes's
next paycheck, or as soon as practical, after the matter is reconciled by the Company.

Promotions and Transfers

10.4.1 Employees may submit their requests for transfer or promotion to vacancies in accordance
with the Company’s defined procedures. The Company will consider relevant factors
including job performance, attendance record and experience in determining employees’
gualifications for promotions and transfers. Seniority will prevail when qualifications are

substantially equal.

10.4.2 For a period of six weeks following a promotion, the Company will normally grant an
employee's request to retreat to his/her former job title if such pesition is available.

10.4.3 The Company may transfer employeas within their job titles or to another job title in the
same or lower wage group. The Company will determine the number of employees to be
transferred, the qualifications required, and which employees have such gualifications. In
the event qualifications are substantially equal, seniority will be the determining factor in
the selection of employee(s) to be transferred or downgraded based on preferences of

employees,

10.4.4 If the employse is transferred or downgraded in accordance with 10.4.3 above, and an
opening eccurs in the job title and location from-where the employee was transferred or
downgraded within a period of one year, the Company will first offer the position to the

9




10.5

10.6

10.7

10.8

transferred/downgraded employee. This provision does not apply to performance-related
demotions.

Service Quality and Supervisory Observing

10.5.1

It is the policy of the Campany to conduct Service Quaiity"Observations in full compliance
with Federal and State laws. Service Quality Observing includes Service Cbserving and
Supervizory Observing.

Death in the Immediate Family

10.6.1

10.6.2

10.6.3

10.6.4

10.6.5

10.6.6

The Company provides three (3) paid scheduled work days off when there is a death in the
employee's immediate family. This time off is provided to attend funeral services, to make
funeral arrangements, to settle the estate of the deceased, or to help with family matters
associated with the death. Superviscry approval Is required for paid time off for death in
the family.

If the death of an immediate family member cccurs on a weekend, the employee is still
entitled to three (3) scheduled work days off for participation In the aforementioned funeral
activities.

If travel or other extenuating circumstances necessitate additional time away from work, up
to two (2) additional paid scheduled work days may be granted with supervisory approval.

If more than a five-day absence is necassary, supervisors may allow time off without pay
as departmental leave, or permit employees to use vacation or personal days to remain in
paid status.

Immediate family is defined as:

(a) the employee's spouse

(b) the employee’siemployee’s spouse’s child, son or daughter-in-law, grandchild, or
great-grandehild

{c) the employee'siemployee’s spouse’s step child, foster child or child for whom the
individual is the legal guardian

{d) the employee's/employee’s spouse’'s parent, step-parent, grandparent, step-
grandparent or great-grandparent

(&) the employee’s brother/sister {including half, adopted and step) cr employes’s
brother-in-law/sister-in-law

) the employee's/employee’s spouse’s aunt, uncle, niece or nephew

{g) any person who was a bona fide member of the employee's household at the time
of death.

When death in the family occurs during an employse's vacation, the balance of the vacation
can be rescheduled upon the request of the employse and approval of the supervisor. Time
off for death in the family need not be consecutive days, but such days must normally be
taken within ten days after death. Absences occurring beyond ten (10) days after the death
will only ba granted in extraordinary circumstances.

When an employee is required to serve on a jury or is subpoenaed as a witness, if the employee is
not a party to the case, the absence will be excused with pay. :

Virtual Office Home Set-Up Payment

Premise business advisors, hired on or after the ratification date of this Agreement, will be eligible
for reimbursement of up to $250 with receipts subject to Company pelicy.
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10.9

Virtual Office Privacy Rights

The Company's right to inspact an employee's virtual workspace, including a home office, shall be
limited to the inspection of Company-provided equipment. Company access to personal property
of an employee, including his/her home, shall be by mutual consent cnly, and not a condition of

employment.

ARTICLE 11
Benefits

Uniform Benefits

M. Effective January 1, 2018 and during the term of this Agreement, management banefits applicable
to the Company, including those listed below, will be provided fo employses covered by this
Agraement and thelr dependents, as applicable, in the same manner as they are provided fo the
Company's management employees as they may change from time to time, For the duration of this
contract, the Company agrees to provide madical, dental, and vision banefits for bargaining unit
members. The Company agrees to notify the Union of any changes in such plans that would
materially change the benefits therein, but, the level of benefits, the selection of the insurance
carriers, the rates of contribution, the establishment of ail terms and conditions and the
administration of the bensfit plans, shali be the sole responsikility of the Company, and such
matters will not be subject to bargaining, grievance and arbitration, or other legal challenge:

» Savings Plan » Long-term Disability Plan
» Cash Balance/Pension Plan » Adoption Assistance
» Medical Plan ¥ Tuition Assistance
» Vision Plan > lLeaves of Absence
» Dental Plan > Severance Program
# Flexible Reimbursement Plan %» Incidental Absence for Hliness or
» Life and Accident Insurance Plans Injury
¥ Short-term Disability Plan
Transition
11.2  Benefit plan or program changes:

11.2.1 Employaes shall become eligible for benefits, subject to plan provisions, beginning with the
313t day of employment following the mast recent hire date.

11.2.2 On-going since Pay Period 1, 2018, the Company percentage contribution to the
Employees’ 401{k) Savings Plan acceunt as a “match” of the Employee's contribution as
defined in the 401(k} Savings Plan will be: $1 per $1 up to and including 3% of eligible pay
+ §.60 per $1 up to and including the next 3% of eligible pay. However, if at any time during
the term of this Agraement, the Company percentage matching contribution provided tc
management employess is a greater percentage, these employees will recaive the same
percentage matching contribution as is provided to management employees.

11.2.3 The Company will continue to administer the YP Holdings.LLC Pension Plan for the benefit
of employees who had accrusd benefits as of June 30, 2017. The Plan is frozen as of
November 30, 2012, and there are no further accruals or additional participants.

11.2.4 Short-term Disability:

{a) The existing Short-term Disability plan will remain in effect for all claims that had a first
date of disability on or before Dacember 31, 2017,
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(b} All claims that have a first date of disability on or after January 1, 2018 will be covered
in the same manner at the same benefit levels as the management plan.

{(c) For the purpose of calculating “base pay" for clerical employees and sales
representatives approved for payment under the Short Term Disability Plan, the

following will apply:

Length of Employment “Base Pay”

Less than 12 months Base pay only for clerical employees; base plus
sales Incentives for businass advisors for the
period of employment as of the end of the payroll
month prior to disability. Average earnings do not
include amounts such as premiums, shift
differentials, bonuses, or awards.

12 months or mare Base pay only for clerical employees; base plus
sales incentives for business advisors for a rolling
twelve {12) month period as of the end of the
payroll month prior to disability. Average earnings
do not include amounts such as premiums, shift
differentials, bonuses, or awards.

Hiness Days

11.3

Employees shall be granted five (5) days per year for absence due to iliness.

11.3.1 Changes to lliness Days will be effective Pay Period 1 of 2019.

121

12.2

12.3

11.3.2 For illness, the use of lllness Days is required before the use of unpaid leave. If an
employee's iliness requires absence of greater than five (5) consecutive business days
(forty [40] hours), the employee may apply for Shert-Term Disability (STD) benefits. The
first five (5) business days (forty [40] hours) are considered the "waiting period” Linder the
STD benefit. The time used during the “waiting period” will be deducted from the
amployee’s lliness Days.

ARTICLE 12
Helidays

Observed Holidays

New Year's Day -January 1

Martin Luther King Day — Third Monday in January
President’s Day — Third Monday in February
Memorial Day - Last Monday in May
Independence Day - July 4

Labor Day - First Monday in September
Thanksgiving Day - Fourth Thursday in November
Day after Thanksgiving

Christmas Day - December 25

- . e R .

When z Holiday falls on a Sunday, it will be observed on the following Moncay. When a Holiday
falls on a Saturday, it will be observed on the preceding Friday.

When a specified holiday falls within an employee’s vacation period, that day is considered a
holiday and not a vacation day. The employse is permitted to reschedule the vacation day for a

later date.
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124

12.5

13.1

13.2

13.3

If a regular, non-exempt employae works on an cbserved holiday, the employee will receive holiday
pay plus pay for time worked on the holiday.

Observad heliday tima counts as time worked for the purposes of overtime computation.

ARTICLE 13
Personal Days

Regular employses will be granted two (2) excused paid Fersonal Days per calendar year.

Personal Days shall be selected by employees within each work group. The employees’ selections
shall be granted to the extent practicable, consistent with force requirements and the needs of the

business,

13.2.1 Employses are expected to provide reasonable advance notice and obtain approval from
their supervisors for any requests for their selected personal day(s).

13.2.2 Allotted Personal Days must be taken by the end of the ast payroll period of the calendar
year, .

Winter Closing

Beginning Decembar 2018, employees will be excused with pay for the Business days during
Winter Closing ({the four working days between Christmas and New Year's Day). Employees
receiving disabiiity benafit payments or who are on an unpald leave-cf-absence will not receive
these paid days. If the Company determines not to close the Business during this period in future
years, the four business days will be restored, as appropriate, to the employees as excused paid
Parsonal Days under provisions of this Article 13.

13




ARTICLE 14
Vacations

Vacation Eligibility

14.1

14.2

14.3

14.4

14.5

14.6

Beginning Pay Period 1, 2018, regular employees will accrue vacation days consistent with the
following schedule:

: Maximum Accrual
%erwce Annuai Accrual Schedule per Pay
ands A .

ccrual Period
0 through Accrual begins on hire date and appsars
3.99 10 Days in first pay period check following the 3.08
yéars (80 hours) start date. Employee remains in this hours
band through 3.99 years of service.
4.0 ' Accrual begins when the employes has
through 15 Days completed four (4) full years of service. 4.62
8.9% {120 hours) Employee remains in this band through hours
years 8.99 vears of service.
9 years 20D .
and ays Accrual beg|lns when the employee has B.15
greater (160 hours) completed nine (9) full years of service. hours

Management will make available to members of the work group a schadule far selection of vacation
by seniority. The employees’ selections shall be granted, to the extent aracticabla, consistent with
force requirements and the needs of the business.

Eiigible employees who resign before taking all of their vacation shall be paid for their unused
accrued vacation, provided two weaks' notice of an intention to resign has been received by the
Company. In its discretion, the Company may allow less than two weeks' nofice.

Exempt employees may take Vacation Time in full days or haif days. Non-Exempt employeas may
take Vacation Time in full days, half days, or hourly increments.

Employees may use vacation time before it is accrued up to the amount of their annual accrual. [f
an employee resigns or is dismissed by the Company, the amount of vacation used in excess of
what has been accrued will be deducted from histher final pay, where allowed by law.

Available Vacation hours must be used concurrently with an approved unpaid leave of absence.

Carryover Vacation

14.7

15.1

Employees may carry-over up to five (5) vacation days from one calendar year to the next. Vacation
days carried over must be taken by December 31st of the calendar year into which they were carried

over,

ARTICLE 15
Regular Part-Time

Part-time employees are eligible to receive persenal days, holidays and vacation days. Such time-
off will be granted in accordance with the appropriate provisions of this Agreement and paid on a
ororated basis as determined by the employees’ regularly scheduled hours in a workweek. The
proration will be sat prior to the start of the part-time assignment. Proration of bhanefits will be in
accordance with the rules and methods stated in the applicable benefit plan documents.
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ARTICLE 18
Grievance Procedurs

16.1 Grievance lLevels

In the processing of any grievance, the Company will furnish the Union all necessary and relevant data
concerning the grievance as determined by the National Labor Relations Act. If the grievance is initiated at
the local level, this information will be furnished to the Local President or authorized Union representative
upon request, prior to the informal level, in an effort to resolve the dispute at the earliest step. The parties
agree that in the handling and adjustment of grievances by the Union the procedures listed below will be

followed:

A. An employee or group of employess will have the right to present to and adjust with the
management any grisvance as provided in 9(a) of the National Labor Relations Act, as amended,
provided, however, that no adjustment will be made with the employee or group of employees involved
which is inconsistent with the terms of any collective bargaining agreement between the parties then in
effect, and provided further that the Unicn has been given an opportunity to be present at such

adjustment,

B. After an employee or employees have presented a grisvance to the Union for setlement and a
Union represantative has informed the Company that the Union ropresents that employee(s} the
Company will not discuss or adjust such grievance with said employee(s) uniess the aggrieved
employee(s) initiate a request that the Company discuss and adjust such grievance directly with
him/her, or them, butin no event will an adjustment be made unless a Unien reprasentative is afforded
an opportunity to be present at such adjustment.

C. All grisvances, other than these involving the true intent (See 16.1C4) and meaning of this or any
other agresment between the parties or adversely affecting the rights of other employees, will be
handlad under the procedure set forth below. For each such grievance initiated by the Union under this
Paragraph, the steps in the procadure will be those listed below except as provided 16.6 (Vacancies),
16.7 {(Short Term Disability Plan), and 16.08 {Health and Safety).

15T Level: The Informal Level {the level below Regional Vice President where the aggrieved employee
is employed)

2ND | svel: Ragional Vice President Level
3R0 Level: Assistant Vice President — Labor Relations (or designee) Level

1. 1%t Level (Informal Level) - Before formal grievances invelving matters other than discharges
and demations ars filad at the 2nd Level, there must have been a 1st Level (informal Level) meeting
or conference with the appropriate Union representative and the appropriate Company
representative. it is generally agreed that the local steward along with the immediate supervisor
would normally be the appropriate representatives. The 1st {Informal) Level meeting may be walved
by the consent of both parties in those instances where such a meeting would ke unnecessary.
When nacessary, the Unfon may request the presence of a grievant, or grievants, if such are
involved. This 1st Level meeting is intendead to allow both sides to fully explore the incident, develop
the facts, state thair contenticns, clear up any possible misunderstandings and attempt to informally
resolve the dispute. No record will be made at this meeting or conference, no papers, forms or
written answers are to be filed. (For pay treatment see 16.3 and 16.4.)

2. 2™ Leve| Regional Vice Presidant Level) - Each grievance must be presented as a formal
grievance at the 2nd Level within sixty (5C) days from the date of the last occurrence on which the
grievance is based by filing a written request for formal grievance meeting (3G3R). This request
must be filed with the 2nd Level within fourteen {14) days following the 1st Level meeting described

in C1 above.
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At the 2nd Level meeting the grievance must be reduced te writing on the Record of Grievance
Form (3G3A) adopted by the parties and presented to the Company by the Union at the conclusion
of the mesting(s). (For pay treatment see 16.3 and 16.4.)

a. The Company and the Union have the responsibility to mest, discuss the issue{s) and
complete the related paperwork within thirty (30) days of the request for a meating.

b. Where mutually agreed upon, the time periods in “a." above may be extanded by thirty
(30) days.

G. It is the intent of this article that all grievances must be met on at the 1st Level and
appealed in writing to the 2nd Level within sixty (60) days. The 2nd Level meeting is to
oceur within thirty (30) days of the request. If a recess s mutually agreeable it cannot last
{onger than thirty {30} days.

d. Failure of the parties to carry out their respensibilities within the specified time frames
will generate an automatic appeal of the grievance to the 3rd Lavel {(Executive Level).
The 3rd Level representatives will determine the action necessary {0 address the time
problem issue and will handie the grievance accordingly.

. Within fourteen (14) days from the date of the meating (or the last adjcurned meeting)
the Management representative with whom the grievance was discussed will inform the
Union in writing on four copies of the Record of Grievance Form (3G3A} of his/her
proposed position. If the parties agree on an adjustment, the adjustment will be stated as
the preposed disposition on the Record of Grievance Form (3G3A) and both parties will
sign two coples of the form and each refain one signed copy.

f. Within fourteen (14) days from the date when the Union is advised on the Record of
Grievance Form (3G3A) of the proposed disposition by the Management reprasentative,
the Union will advise the Company on a copy of the Record of Grievance Form (3G3A)
whether the proposed disposition is accepied, rejected or appealed. Such advice should
be directed to the Management representative with whom the Union discussed the
grievance. If the grievance is appealed to the 3rd Level, the Union wiil promptly forward the
grievance to the Union's designated representative. Grievances so appealed may
nevertheless be dropped without a meeting and without prejudice to the Union's
contentions regarding the merits of the grievance.

g. The Union's rejection of the proposed disposition by the Management representative at
the 2nd Level will close the grievance without prejudice to the Union's contentions

regarding the merits of the grievance.

h. Grievances involving counseling entries shail not be appeaied beyond the 2nd levei of
the grievance procedure.

3. 3rd Leve| (Assistant Vice President — Labor Relations) - On grievances appealed to the 3rd
Level, the Unian representative will request a meeting with the appropriate Company representative
within thirty {30) days of the date of the appeal and that mesting will be held within thirty (30) days
of such request. [n the event the appropriate Company representative is unable to meet within that
time period, the Company and Union may agree to a fourteen (14) day extension for the meeting.

a. If mutually agreed, 3rd Levef representatives may extend the time frame, normally not
beyond sixty {80) days, to meet and discuss the refated grievance.

b, If a meeting is not held by the appropriate Company representative within the greater of
thirty (30} days of the Union's request for a conference or the extended time period due to
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the fault of the Company, the Company will have defaulted on that grievance. Upon default
by the Company, a remedy of the grievance wili be fashioned at the Bargaining Leval of
the Company. If a remedy cannot be agreed upon at this level, the appropriate remedy will
be determined by arbitration under 17.1.

c. All appeals to the 3rd Level will be based upon the record consisting of the Record of
Grievance Form (3G3A), Joint Minutes (if any) at the 2nd Level, and any oral or written
statements, -affidavits or exhibits that the parties at the 2nd Level incorporated into the

recerd,

4, Grlevances which involve the true intent and meaning of this or any other agreement between
the parties or adversely affect the rights of any employee, or employees, if filed by the Union will
ba initially presented at the 2nd or 3rd Laveal; such grievances and those invalving alleged violations
of the Agreemant by tha Unicn, if filed by the Company, will be flled at the 3rd Level of the Company
with the District Office of the Union. Each such grievance must be presented, orally or in writing,
within sixty (80) days from the date of the last occurrence on which the grievance is based.

a. When a grievance is filed by the 3rd Level of the Company with the District
Office of the Union as described in 18.1C4, such grievance will be accompanied
by a written statement of position from the Company representative setting forth
the Company's position regarding the grievance. Such written positicn will include
the Company's contentions as to the true facts involved, its allegations as to how
the Union has viclated the Agreement and, if appropriate, its contentions as to the
true intent and meaning or interpretation of any provision of the Agreement. The
District Office of the Union will have a period of fourteen (14) days in which to raply
in writing to the Company's writien statement or position and the Union's reply will
alsc set forth its contentions as to the true facts involved, its reply to the Company's
allegations, if any, as toc how the Union has violated the Agreement and its
contenticns to the true intent and meaning of the Agreement pravisions [f such are

involved.,

b. If the grievance under 16.1C4 or 18.1C4a is to be arbitrated, the written
positions of the parties, or amendmaents thereto, served on the other party at least
fourteen (14) days in advance of the arbitration hearing, will be filed wiih the
arbitrator as exhibits. Such exhibits may be assigned such waight as the arbitrator

deems appropriate.

8. When a Union grievance is appealed, the decision of management at the 3rd Level will be given
to the Union within seven (7) days after the appeal is discussed at a conference (or last adjourned
meeting thereof mutually agreed upon). When the grievance is initiated by the Company uncer
16.1C4, the decision of the District Cffice of the Union will be given to the Company within seven
(7) days after the grievance is discussed at a conference {or last adjourned meeting thereof

mutually agreed upon).

6. Grievance adjustmenits at the 2nd Level will be final and binding, and will not be used as a
pracedent by either party, except that an adjustment at the 2nd Level may be made subject to the
3rd Level approval if either party at the 2nd Level notifies the other in writing within fourteen (14)
days from the date of the settlement was executed; that a "true intent and meaning" quastion exists.
The parties will not use a focal past praclice established by a local level selilement to support
controversies that devealop in other locations. The parties reserve the right to urge that grievances
dropped after having been appealed to arbitration may have, or may not have, a precedential effect
in accordance with all of tha circumstances. Each party will advise the other of the names of its
representatives at the 3rd Level who are authorized to finally approve settlements made at the Znd

Level of the grievance procedure

In computing any period of time prescribed by any Agreement between the parties hereto, the day
of the occurrence, presentation, appeal, decision, request or demand (after which the period oftime
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16.2

16.03

16.4

16.5

begins to run} will not be included. The last day of the period will be included, unless it is a Sunday
or holiday, in which event the period runs until the next day not a Sunday or holiday. Intermediate
Sundays and holidays will be included. Any presentation, appeal, decision, request or demand
required to be In writing will be considered to be made on the date it is postmarked, or dated by

Personnel, receipted delivery.

The presence of a Union Officer, except those certified under 16.1C8 at the adjustment of any
grievance presented by an employee or of employees, undsr “A” above, will not be regarded as an
agresment on the part of the Union that the grievance was properly adjusted.

If the parties agree, grievances appealed to the 3rd Level may be discussed, for possible
disposition, by the Company and the Union at the 2nd Level prior to being sent to the 3rd Level,
Time involved in this raview will not be counted for any other provisions of this Article,

Pay for Certified Union Representatives.

Subject to the limitations expressed in 16.3 and 16.4, certified Union representatives in the employ
of the Company, and other employees necessary to a grievance hearing will suffer no loss in pay
for time consumed in meetings with Management on subjects mentioned in this Article and in 6.2,
and necessarily consumed in traveling te and from such meetings. Each such employee will give
reasonable notice (not less than one working day) to his/her immediate supervisor when any such
excusal is to begin and for what period the employee expects to be absent from duty. Accordingty,
in responding to requests for such meetings, management should allow sufficient tima in scheduling
to permit employees to comply with this "reasonable notice".

Number of Union Representatives in Meetings with Management.

In meatings with Management, the number of persons other than those mentioned in 16.4 balow,
who will suffer no loss of pay for time consumed in meetings with Management, and necessarity
cansumed in traveling to and from such meetings, will be as follows:

A. in the 1st Level (Informal Level), meetings under this Article, cre (1); and at the 2nd Level
meeting, not more than a total of two (2).

B, In meetings on subject mentioned in 6.2, not more than a total of five (5).

C. The number of Management representatives participating in any meeting will not exceed that of
the Union

D. If the number of Union representati\}es attending a meeting with Management is greater than
the number indicated above, the Union will designate which of its representatives, not to exceed
the nurmber indicted above, are to suffer no loss of pay. ,

Pay for Grievant, .
In meatings with Management on grievances at the 1st {Informal Level) and 2nd Levels, the

individual employee whose grievance is being presentad by the Union will suffer no loss in pay, as
provided in 16.2, for time consumed in such meetings or necessarily consumed in traveling to and
from such meetings, provided, however, when a group of employees has a common cause of
grievance, the members of the group, fo be designated by the Union, whe will suffer no such loss
in pay will not exceed two at the 1st Level meeting and one at the 2nd Level mesting.

Strikes and Lockouts.
As the parties have agreed on procedures for handling complaints and grievances, they further
agree that there will be no fockouts or strikes during the life of this Agreement, as outlined below:

A. If an employee is disciplined as a result of an alleged breach of 16.5 above, such disciplinary
action will be subject to the full grievance procedure and to arbitration.
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16.6

16.7

B. In the event of arbitration under "A" above, the arbitrator will have authority to sustain, modify
or to set aside the disciplinary action.

C. Any discipline resulling from an alleged viclation of 18.5 above, will be imposed within a
reasonable time, but in no event to exceed thirty (30) days from the date the employse first engaged

in the alleged violation,

Grievances Involving the Fiiling of Vacancles.
A."Grievances must be filed.in ertmg at the an Level on behalf of an employee ‘within saxty (60)

days after the filling "of the vacanc . :Suth .grievances will be
processed in accordance with 16, A

B. Whan an employee has an active grievance on ocne or more selections, he/she may continue to
grieve on only one of the pending grievances for & job that is higher than one he/she subsequently

accepted.

C. The Union will be given an opportunity to examine all test papers, appraisal sheets and any
other pertinent records an -all employees selected to fill the vacancy or vacancies and the
unsuccessful requesters {upcn the showing of proper authorization only from unsuccessful
requesters). This examination of records by the Union will be considered as the 1st Level {Informal
Level) grievance mesting under this Article and one Union representative will be paid under the
provisions of 16.2 for the time consumed in the examination of such records. This first step may

consist of discussion with the selector in person or by phone.

1. No grievances will be filed at the 2nd Level until the designations required below have
been properly made by the Unjon.

2. The 2nd Level grievance meeting will be held with the Company's designate, Manager-
Labor Relations Staffing, in-parson or by phone. If necessary, the grievance may be
appealed to the 3rd Level.

3. In these situations where more vacancies were filled than there are employees who filed
raguests in whose behaif the Union desires to handle a grievance, the following procedure
will be followed: After the Union has had the opportunity to examine test papers, appraisal
sheets and cther records as described above, the Union will designate the employee(s)
whom it contends were erronecusly selected instead of the aggrieved employee(s).

4. |n those situations where there are more employess who filed requests in whose behalf
the Union desires to process the grievance than there are vacancies which have been filied,
the following procedure will be followed: After the Union has had the opportunity to examine
test papers, appraisal shests and other records as descrived above, the Union will advise
the Company in the letter requesting the 2nd Level grievance meeting which of the
unsuccessful requesters they belleve should have been selected and on whose behalf it is

grlevmg

Grievances Involving Short Term Disability Plan.

Grisvances involving tha Short Term Disability Plan and Family Medical Leave Act (FMLA) will be presentec
initially at the 3rd Level {Assistant Vice President - Labar Relations) and grievance meetings will be held
with the Benefit Committes or a designated representative.

16.8

« Should the Union at the district or local levels desire information relative to the handling of a case,
before it becomes a grievance, the Company wilt furnish such information or facts as are available.
Itis also understood that securing of such informaticn will not constitute the initlation or discussion

of a grisvance,

Grievance Procedure Regarding Health & Safety.
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17.1

The maintenance of proper health and sanitary conditions, the observance of all laws relaling to
fire protection and safety, and hazardous wastes, materials, and substances are of mutual concern
to the Company and the Union. Any question regarding such matters may be made the subject of
a grievance but will not be submitted to arbitration.

ARTICLE 17
Arbitration

A. The provisions for arbitration will apply only to the matters made specifically subject to
arbitration in "B" below.

B. If at any time a controversy should arise between the Union and the Company regarding the
true Intent and meaning of any provisions of this ¢r any other agreement between the parties or a
controversy as to the performance of an obligation hereunder, which the parties are unable to
compose by full and complete use of the grievance procedure set up by Article 16, the matter WIH
be arbitrated upon written request of either party to this Agreement to the other.

C. Any written request for arbitration will be made within ninaty (90) days from the date of the final
decision in writing on the grievance, unless the failure to make such request will be excused by the
Arbitrator because of extraordinary circumstances including, but without limitation, newly
discovered or previously unavailable, material evidence that could not have been discoverad or

produced by reasonable diligence.
D. The procedure for arbitration will be as follows:

1. Within 30 days after the filing of the written requast for arbitration, the Vice President of
the Union or histher delegated representative will confer with the head of Labor Relations
of the Company or his/her delegated representative to select an impartial Arbitrator and a

date for the hearing.

o Failure on the part of the Union to make the above request within 30 days will
reiieve the Company of the responsibility for retroactive wages from the date
of the filing of the written request for arbitration until the date the Union
complies with "1" above.

2. In the event of the failure of the persons named in "1” above to agree upon the selection
of an Impartial Arbitrator within 30 days, the Union or the Company may apply to the
Federal Mediation and Conciliation Services, Washington, D.C., for the appeintment of

such Impartial Arbitrator.

3. The arbitration hearing will be started within 60 days, if practicable, of the selection of
the Impartial Arbitrator and carried to a conclusion as expeditiously as possible. A decision
and award by the Impartial Arbitrator will be rendered within fifteen (15) days, if feasible, of

the completion of the hearing.

4. The Impartiai Arbitrator will have power to decide whether or not a particular finding will
have a retroactive effect, provided, however, that no retreactivity will predate the Union's
demands for arbitration except as is or may be ctherwise provided in other contracts or

agreements between the parties.

E. The decision of the fmpartiai Arbitrator will be final and the Company and the Union agree to
abide by such decision. The compensation and expenses of the impartial arbitrator and the general
expenses of the arbitration will be borne by the Company and the Unicn in equal parts. Each paity
will bear the expense of its representatives and witnesses, Any expenses incurred because of any
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cancellation or postponement of an arbitration hearing will be borne by the party requesting such
cancellation or postponament.

ARTICLE 18
Union Business

Agency Shop

18.1

18.2

All employees who are members of the bargaining unit on the sffective date of this Agreement are
obligated to tender to the Union amounts equal tc pericdic dues. All employess entering into the
bargaining unit on or after the effective date of this Agreement shall, as a condition of employment,
pay or tender to the Unicn amounts ecual tc periodic dues applicable to members by the thirtieth
day after entering the bargaining unft until the terminaticn of this Agreement.”

The condition of employment specified above shall not apply during periods of formal separations
** from the bargaining unit by any such employee, but shall reapply to such employee on the thirtieth
day following his or her return to the bargaining unit.

* Where permitted by law.

b The term “formal separation” includes transfers out of the bargaining unit, removal from the
paytoll of the Company, and leaves of absence of more than 30 days.

Deduction of Uniorn Dues

18.3

18.4

18.5

18.6

The Company will deduect Union membership dues and initiation fees applicable to members and
or an amount egqual to periodic dues applicabls to members from ragular paychecks upon written
authorization signed by the employee until the authorization is revoksd by the employee In writing,
or until the employee is formally separated from the bargaining unit. Deductions shall be reinstated
within thirty (30) days following the employee's return to the bargaining unit, provided a new
authorization is submitted.

The Company will forward to the Union the amouni(s) deducted together with supporting
information as agreed to by the Company and the Union,

The Unicn agrees to indemnify the Company against claims that may be made against the
Company as a result of the Company's good faith application of this Articla. :

An employee who wishes to cease payment of union dues shall notify the Company’s Human
Resources department by letter, fax, or email.

Ahsence for Union Business

18.7

To the extent that the Company determines that the needs of the business permit, employees who
are authorized representatives of the Union will be excused or granted leaves of absance without
pay, at the request of an authorized officer of the Union, to attend to the business of the Unien. The
Union shall make all requests for excused absences or leaves of absence as far in advance as
possible and the Company shall act promptly upen each request. Excused absence shall not
exceed forty-five (45) days per calandar year, excluding days for bargaining with the Company.

Unicn Bulletin Board

18.8

The Company agrees fo provide a link on its intranet to the Unien’s virtual bulletin board for CWA
District 3 emgloyees.
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18.9

18.10

Bulletin boards are to be used exclusively by the Union for posting notices concerning official Union
business, or other Unicn related matters, provided that if anything is posted on thase bulletin boards
that is considered by the Company to be controversial or derogatory to any individua! or
organization, the Union agrees to remove such posted matter and if it falls or refuses to do §0, such
matter may be removed by the Company.

For Virtual employees, a link to the CWA District 3 wabsite will he provided en the Company’s
Intranst site, currently known as “The 411", The location of the Union's electronic bullatin beard(s)
shall be determined by the Company with due regard to visibility and accessibility to employeas for
whom the Union is the recognized representative.

Notifications

18.11

18.12

18.13

The Company will notify the Union in writing when new employees enter the Bargaining Unit. This
notice will be made on a monthly basis and will include name, Company e-mail address, Company
telephone number, home address (where permitted by law), hire date, job effective date, work
location, and job title.

The Union will keep the Company fully informed, in writing, on a current basis, of all lacal Union
officers, Union stewards, or Union representatives who may be designated with the responsibility
of representing the Union regarding the administration of this Agreement.

The Company will provide the Union written notice of its Intent to promote or transfer a Unicn
representative when such promoticn or transfer will formerly separate the individual from the
bargaining unit,

Union Representation

18.14

18.15

18.16

18.17

At any meeting betwsen a representative of the Company and an employee in which discipline
{including wamings which are to be recorded in the personnel file, suspension, demotion or
discharge for cause} is to be announcead, or at any meeting with an employee for the purpose of
conducting an investigatory interview which may fead tc discipline of such employee, a Union
Representative may be praesent if the employee so requests,

After an employee requests Union representation at an investigatory interview, no questioning will
take place until a Union Representative is present at the interview.

If the employee requests to speak privately with the Union Representative upon the
Representative’s arrival at the meeting, the employee will be permittad to do so.

The provisions of this article will not be used to unduly delay the investigative process.

Union Activity on Company Premise

18.18

Neither the Union nor the Locals, their representatives or members, shalf conduct Unian business

or carry on Union activities on Company premises or on Company time. However, Union and Local
members who are employees {and authorized representatives of the Union who are not employees
of the Company, by mutual agreement of the Company and the Union} may carry on legitimate
Union activities outside of working periods in space where no Company cperations or administrative
wark is performad provided that such Union activity shail be limited to small groups of employees
and shall not interfere with the cperation of the Company or the use of space by other persons or
employees for the purposes for which the space is intended.
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Union Orlentation

18.19

18.20

Upon release from training (if applicable), otherwise in the first week of employment, a new
employee will be introduced to a Local Representative by his/her supervisor for purposes of
permitting the Local Representatlve to provide the employee with information about the Union. As
an exception to_the provisions of Article 18.17, which prohibit Union activity during work time, the
Local Representative and the new employes(s) will be relsased for up ta one-half {¥2) hour of paid
work time, provided the time taken is during the employee's and Local Representative's normal
tour. The discussion batween the Local Representative and the employee shall be conducted away
from spacs where the Company's operations or administrative work is performed.

The Cempany will advise a Local Representative within thirfy (30) days of an employee's transfer
into a work group.

ARTICLE 13
Reduction in Force

Force Reduction

191

19.2

19.3

20.1

211

In the event the Company determines a workforce surplus condition exists, it will at Its sole
discretion identify employees subject to part-timing, layoff, or both. When identifying emgloyees
who are subject fo part-timing, layoff, or both, senfority will prevail when employee qualifications
are substantially equal. The Company agrees to give the union ten (10) work days’ notice of its
intended plan, The Company will release temporary and cécasional employees before proceeding

with force reduction of regular employees doing similar work in the same location.

The Company agrees, as a “temporary bar,” that it will not place managers into job titles or sales
positians in the bargaining unit within 3C days before and 90 days after the off-payroll date for a
Reducticn in Force of employaes in the same job titles or sales positions in this bargaining unit.

The Company's Severance Program for outlined in the summary plan description for the
Management Employees will be applicable to employees covered by this Agreement and shall be

governed by applicable provisions in Article 11,

ARTICLE 20
Contract Printing and Distribution

The Company agrees to provide a copy of this confract to the Union in a mutually acceptable
giectronic format.

ARTICLE 21
Amendments

The entire understanding between the parties is set forth completely in this Agreement. Any

amendment to this Agreement or any interpretation of the true intent and meaning of the provisions
of this Agreement will be committed to writing and signed by the duly authorized representatives of

the parties.
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ARTICLE 22
Duration

221 For purposes of union. security and gr'evanceiarhttratmn proceduras, th|s Agresmént ts effective
from August 8, 2018, and shall continue in full forae and effect through 5:00 PM, August 7. 2020
Eithet party desiring to enter info a new Agraement upen the éxpiration of this Agresment shall give
at [east sixiy (60) days wititen nofica prior {o August ; 7. 2020, :

222 The Company and the Unlon agree that the entire understancing hefwderl them rs zet forth
completsly in this Agreement.

Thry, Inc. Communicafions Workers of America

‘T/{:{M \\L\ \ )

Zlohn 8. Hanchack Date Signed ?@é‘wn waoer '_ Date Signad

Shn’%:y Glynn Date Signed Scnerryi Margan : ' &ate Ssgned
fate Signed CEhy’Sﬁmh = Date S_ gned
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Appendix A

Wage Progression Schedules
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Current Wage Schedules

WAGE SCALE 14

Sales Taam Support Clerk
Special Clerk-Market Assignmeant
Special Clerk-Diractory

| Weekly Wage Rate
Wage Endof Endof Endof Endof Endof Endof Endof Endof
Length of gh 12 18t 24t 30 36t 42nd 48
Service Start Month  Month  Month  Month  Month  Month  Month  Month
Zone A
8/8/2015 578.34 | 82169 | 667.08 | 716.55 | 769.08 | 826,71 | 88740 | 952.68 102357
8/7/12018 578.34 | 83412 | 68042 | 730.88 | 784.46 | 84324 | 905.15 ) 971.73 | 1044.04
8812017 578.34 | 646.81 | 694.03 | 74550 | 800.15 | 860.11 | 923.25 | 991.17 | 1064.92

Effective April 1, 2018, a General Wage Adjustment of 1.5% of the annualized base rate will be paid in a
L.ump Sum to each active emgloyee on Wage Schedules A, B, and C.

Sales Office Pay Areas

Pay Area 4 Pay Area 3 Pay Area 2 Pay Area 1
Miami Atlanta Charlotte Asheville Jacksonville
Ft. Lauderdale Orlande Augusta Macon

Raleigh Columbia Melbourne
Tampa Columbus Pensacola

Wilmington Greensboro | W. Palm Beach

Savannah Greenville

Panama City
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Wage Progression Schedule Administration

Progression Increases

All wage prograssions will become effective on the first day of the appropriate payroll period. Wage
progression dates will be calculated from the annual wage effective date as follows:

All newly employees hired, who are subject to Wage Progression incraases, will progress ong step
on the Wage Progressicn Schedule, up to the top annual wage rate, at six-month intervals from
that date. All other employees, who are subject to Wage Progression increases will advance one
step on the Wage Progression Schedule, up to the top annual wage rate, at six-month intervals
from their individual date of hire or transfer info the bargaining unit.

QOther Considerations

Wage Rate Prograssion Increases and/or General Wage Adjustments may be deferred or withheld in
individual cases, if, in the Judgment of the Company, the employee does not merit the increase. In such a
case, an employee will be given thirty (30) days’ notice prior to the scheduled increase effective date. The
employee will be re-evaluated no later than ninety (90) days from the date the increase was deferred or
withheld to determine whether or nct the employee's performance warrants reinstaternent of the increase.
Reinstated increases will not be ratroactive. Future increase dates will not be changed but may also be

subject to being deferred or withheld,

Employess who are absent from work due to iliness disability or [eave of absence at the time an increase
is scheduled tc be granted will have their increase become effective upen their return to work from such

absence.

General Wage Adjustments

Effective April 1, 20482019, & General Wage Adjustment of 1.5% of the annualized base rate will be paid
in & Lump Sum to each active employee on Wage Schedules A, B, and C.

Start Rate for New Hires

The Company will normally assign newly hired employees to the start rate of the applicable wage
pregression schedules. Howevar, the Company may assign newly hired employees to wage steps above
the start rate based on jab related qualifications, experience and/or market conditions.

If the Company hires an employee who has no prior training, experience or job related qualifications at a
wage rate higher than the Start Rate, it shall raise the wage rate of incumbents in the same title and the

same location to that wags rate.

Wage Treatment for Promotions

Employeas who are promoted to a higher wage group in the bargaining unit will be piaced at the next
higher annual wage rate on the applicable Wage Progression Schedule.
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Wage Treatment for Transfers

Employess who are transfarred to a job in the same wage group, in the same pay area, will continue at
the same pay rate and the same interval to progression in their Wage Progressicn Schedule.

Employees who are transferred to a job in the same wage group but in a different pay area with a higher

top rate will be moved to that Wage Progression Schedule at the same wage step. The employee will
proceed at the same interval in progression in the new Wage Progression Schedule.

Wage Treatment for Downgrades or Transfers to a Lower Pay Area

Employees who downgrade or transfer fo a job title on a Wage Progression Schedule that has a lower top
rate than the Wage Prograssion Schedule applicable to their job title prior to the downgrade or transfer
shall move to the new Wage Progression Schedule fo the rate of pay that is equal to the rate they wers
recaiving at the time of the downgrade or transfer. If the same rate does not exist on their naw Wage
Progression Schedule, and the rate of pay is [ess than the top rate of the new Wage Progression
Schedule, they shail move to the wage rate that is immediately less than their rate of pay at the time of
the downgrade or transfer. I their rate prior to the transfer or downgrade exceeds the top rate of the new
Wage Progression Schedule, they shall continue at their rate of pay until such time as the top rate of the
new Wage Progression Schedule exceeds their rate of pay.
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Performance Bonus

Employees will be eligible for an Annual Performance Bonus as outlined below:

COMP%NENTﬁ Company Performance
Individual Performance Below 80% 80-99% 100% and above
Exceeds Expectations $1,750 $2,550 $3,500
Meels Expeclations $ 750 $1,500 $2,400
Eligiility

The annual performance period is January 1 — December 31 of each year covered by this agreement. All
regular full-time and reguiar part-time non-sales employees with six-months or more of service on
December 31 of the performance year are eligible for an annual performance bonus.

[neligibility:
Emoloyees will not be eligible for a performance bonus if any of the following occurs during the

performance period:
» Voluntary resignation
> Involuntary termination for cause

Performance Bonus payouts will cccur as follows:

Pav-out the later of March* For performance vear
2018 2018
2020 2019

*(or as soon as approved by the Board of Direclors)

Prorated Performance Bonus:
Employees will receive a pro-rated performance bonus for the following:
More than six months but less than twelve months of service

’

» Reclassification to position not covered under this article

3 Involuntary separation under the Company's Severance Program for Management Employees
~ Leave of Absence

> Short-term disability

> Retirement

» Death
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Appendix B

Performance Improvement Plans
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MEMORANDUM OF UNDERSTANDING
Between
THRYV, INC.
And
COMMUNICATIONS WORKERS OF AMERICA

PERFORMANCE IMPROVEMENT PLAN for SALES REPRESENTATIVES

Thryv, Inc. and Communications Workers of America {*CWA") agree as follows:

1.

The Company may change the PIP policy as it relates to performance by Sales Representatives
after providing the CWA with notice and a reasonable oppertunity to meet and negotiate over the

change for thirty days prior to implemantation,

Employees who commence PIPs while in their probationary periods will not be allowed to challenge
discharge, demotion or other discigline at arbitration or in any cther legal forum. For the purpose
of the PIP policy, probationary employees are those who have accumulated less than 18 months
in their sales positions following the most recent hire date.

As to employess who have completed thelr probationary periods and are placed in a PIP, the
application of “just cause" referenced in Article 16.1 shall only be interpreted fo mean that
management applied the proper procass as set forth in the PIP policy. The Company retains the
sole responsibility to set standards of performance unless specified in the PIP policy.

The parties acknowledge that there may ba circumstances when the Company may determine tc
demote rather than to terminate employees who fail PIPs. Therefore, in any arbitration in which
the Union challenges the type of disciplina received by an employee for not meating performance
standards, the Unicn shall not make any “di sparate treatment” claim based on the Company's

treatment of other employees.

This Memorandum of Understanding is effactive the Sunday following notica of ratification and shall expire
with this contract. The parties specifically agree that the terms and conditions set forth in this Memorandum
of Understanding shall not survive the expiration of this Memorandum of Understanding unfess agreed to

by the parties in writing.

Thryv, Inc. CommunicationsWorkers of America
%A{ &
John 3. Mancheck Date signed Ké&in Kimber ' Date signed
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Appendix C

Letters of Agreement

32




August 8, 2019

Mr. Kevin Kimber

CWA Staff Representative ~ District 3
2180 West State Road 434, Suite 1130
Longwood, Florida 32778

Re: Business Tools and Resources

Dear Mr. Kimber:

In order to pravide the best possible sarvice to its customers, the Company provides a wide variety of tools
and resources for its sales representatives including, office space, computers, and where applicable,
transpertation, communications and miscellaneous expense allowances. Thnis letter will confirm the
understanding between the Company and the Union concerning Company provided and/or subsidized
automobiles and celluiar telephones, and expense reimbursement and/or allowance(s) through the term of

this Agreement.

Beginning the first payroll period following official notice of ratification of the Tentative Agreement, those
individuals who are working virtually, will receive a taxable stipend of one hundred dollars ($100.00) per bi-
weekly payroll period to offset miscellaneous expenses, such as, mobile phone, data package, and office
supplies. In order to be eligible for the stipend under this section, the employee must be on the active

payroll.

Business Advisers eligible to participate in the automobile plan will have the option of selecting the Motus
Plan ar its equivalent or a flat taxable transportation allowance of $575.00 per month. Business advisors
eligible to participate in the automobile plan must have Company-installed software for mileage capture on
their iPads or smart phones. Expenses incurred for parking or tolls will be reimbursed in accordance with
the Company’s Expenditure Policy. Business advisors will be reimbursed for other approved reasonable
and necessary business expensas in accordance with Company policies. For example, business advisors
who have been assigned to work away from their designated virtual office Jocation will be reimbursed for
lodging expenses as authorized by management. An employee who stays overnight will receive a per-diem
allowance for meals and incidental expenses. The allowance will be paid on days when the employee is

authorized to stay cvernight.

The per diem allowance will be paid on a city-hy-city basis according to Federal per diem rates issued
annually. Locations not listed will be paid at the Federal standard rate.

Sincerely,
28174 -
-~
John S. Hancheck . Kevin Kimber
Company Chairperson CWA Representative
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August 9, 2019

Mr. Kevin Kimber

CWA Staff Representative — District 3
2180 West State Road 434, Suite 1130
Longwood, Florida 32779

Re: Commission Debit Proration (Commission Charge-Backs)

Dear Mr. Kimber:

This letter cenfirms our commitment regarding Commission Charge-Backs. This agreement becomes
effactive the first full sales compensation pay pericd following ratification of the Tentative Agreement.

In the event of commission charge-backs exceeding $500, the amount to be debited In any one pay period
will not exceed 50% of earned commissions that were to be pald for that pay period, except in a final
paycheck when all charge-backs will be deducted.

This agreement shall act apply to incidents of suspected fraud nor to pay plan manipulation by the sales
employee. '

Sincarely, Agréed:

AU

John S. Hancheck
Company Chairparson

evin Kimber
WA Representative
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August 9, 2019

Mr. Kavin Kimber

CWA Staff Representative — District 3
2180 West State Road 434, Suite 1130
Longwood, Florida 32779

Re: Consistent Sales Policy and Merit Pay Plan Application

Dear Mr. Kimber:

This will address concerns raised by the Union regarding consistent application of sales policies and the
Merit Pay Plan.

The Company affirms its intention to administer sales policies and the Merit Pay Plan consistently within
the bargaining unit. If the Union identifies concerns regarding the application of Sales Policies or the Merit
Pay Plan, the Company will mest with the Union to discuss Issues raised.

Nothing in this letter negates the Company's right to apply discretion within the parameters of the sales
policies and the Merit Pay Plan.

Sincerely, Agreed:

; 4
John 8. Hancheck Kevin Kimber
Company Chairperson CWA Representative
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August 9, 2019

Mr., Kevin Kimber

CWA Staff Representative — District 3
2180 West State Road 434, Suite 1130
Longwood, Florida 32779

Re: Extenuating Circumstances

Dear Mr. Kimber:

This letter will confirm the Company's commitmeant to consider extenuating circumstances brought to
its attention such as death in family, personal hardship and significant joint Company/Union business,

when an employes is faced with severe disciplinary action. Based cn review of the circumstances,
senior management will determine if an adjustment to the discipline is warranted.

QU

John S. Hancheck imber
Company Chairperson CWA Representative
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August 9, 2019

Mr. Kevin Kimber

CWA Staff Representative — Disfrict 3
2180 West State Road 434, Suite 1130
Longwood, Florida 32779

Re: Moving Expense — Relocation Allowancs

Dear Mr. Kimber:

This letter will confirm our agreement that for employees who are permanently transferred by
Management to a new reporting home office, except in the case of reemployment following layoff, may:

(a) elect to receive reimbursement for reasonable moving costs incurred not to exceed
$10,000.00, less applicable taxes, if they are reguired, in the judgment of the Company, to
relocate their residence as a result of the transfer; or

(b) elect to receive a relocation allowance of $3,500.00, less applicable taxes, if the new

reporting headquarters® is more than 35 miles from the employee’s present permanent
reporting headguarters and such transfer results in an increase in the employee’s present

commute to and from work.

*Headquarters is defined as the last address of the sales office’s former physical location.

Sinceraly,

N/w/z//

John 3. Hancheck
Company Chairperson

Kevin Kimber
CWA Staff Representative
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August 9, 2018

Mr. Kevin Kimber

CWA Staff Representative — District 3
2180 West State Road 434, Suite 1130
Lengwood, Florida 32779

Re: New Products or Sarvices

Dear Mr. Kimber:

This will confirm the understanding between the Company and the Union regarding new products.

The Company agrees to share information with the Union regarding new products and services made
available by the Company and will consider bargaining unit Sales Representative (Business Advisors) as

a channel for such products and services.

Sincerely,

AU

John S, Hancheck
Company Chairperson

Agreed:

Kevin Kimber
CWA Represenfative
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August 9, 2019

Mr. Kevin Kimber

CWA Staff Representative — Disfrict 3
2180 West State Read 434, Suite 1130
Longwood, Florida 32779

Re: Reduction in Force Notification

Dear Mr. Kimber:

This is to confirm the Company’s commitment that in the event of a reduction in force, the company
will notify the unicn prior to notifying affected employees. Notice to affected employees will be given

in accordance with the Company's reduction in force policy.

A

John 8. Hancheck
Company Chairperson
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August 9, 2019

Mr. Kevin Kimber

CWA Staff Representative - District 3
2180 West State Road 434, Suite 1130
Longwood, Florida 32778

Re: Sales Objectives Review Meetings

Dear Mr. Kimber:

This will confirm the undarstanding between the Company and the Union regarding meetings to review
Sales Objectives. '

The Company agrees that it will meet with the CWA District Vice President's regresentative
periodically, to share information on sales objectives and consider input from the Union.

The Company retains the sole right to set objectives as stated in Article 9.2 of the Agresment.

Sincerely,
24/74

John S, Hancheck
Company Chairperson

Agreed:

Ke¥in Kimber
CWA Representative
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August 9, 2019

Mr. Kevin Kimber

CWA Staff Reprasentative — District 3
2180 West State Road 434, Suite 1130
LLongwoad, Florida 32779

Re: Spacial Sales Incentives/Rewards

Dear Mr. Kimber:

This letter will confirm the understanding between the Company and the Union regarding discretionary
sales incentives or rewards.

The Company and the Union acknowledge and support programs that recognize and reward superior
performance. As has been its practice, the Company, in its sole discretion, may from time to time offer
local, ragional or other rewards or incentive programs, such as incentive trips and contests, beyond

the compensation provided in this Agreement.

To the extent practicable, the Company will notify the Union in writing of major sales incentive initiatives
prior 10 implementation.

Sincerely,
7/@47

John 8. Hancheck
Company Chairperson

in Kimber
CWA Chairperson
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August 9, 2018

Mr. Kevin Kimber

CWA Staff Representative — District 3
2180 West State Road 434, Suite 1130
Longwoad, Florida 32779

Re: Paid Personal Time Carryover for 2018

Dear Mr. Kimber:

This letter confirms our agreement that bargaining unit members who are unable to use ail of their 2018
paid personal time will be allewed to carry that over into 2019. This time must be utilized by the amployee
no latar than December 31, 2019 or the time wiil be forfeited and is subject to the following.

e All ime taken under this exception will be paid at the base wage rate for the individual
at the time it is taken.

« Employees are expectad to follow policy for gaining approval for all ime-off from
their supervisors where required.

e Employses are requirad to report in a timely manner &l exception time taken; there will
be ne carryover of these days to the following year unless required by an applicable

law,
Sincerely, greed: i
John 5. Hancheck Kevh Kimber
Company Chairgerson CWA Representative
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August 9, 2018

Mr. Kevin Kimber

CWA Staff Representative ~ District 3
2180 West State Road 434, Suite 1130
Longwood, Florida 32779

Re: Tuition Assistance Plan

Dear Mr. Kimber:

This letter will confirm our agreement that the Company will provide Tuition Reimbursement to
employsss as described in the Company’s Tuition Assistance Plan for Management Employees.

The following changes become effective upon ratification, for employees covered by this collective
bargaining agreement;

Sincerely,

A maximum tuition assistance reimbursement of $8,000 per calendar year per
employse, ‘
Employees on a final warning of disciplinary action are not eligible to participate. For
purposes of tuition assistance only, a final waring shall expire no tater than the end
of 12 months from the date of issue.

All regular full-time employees hired on or after November 16, 2018, must have at ieast
eighteen months (18} of service with the Company before they are eligible to
participate,

AU

John S. Hancheack
Company Chairperson

Kavin Kimber
CWA Chairperson
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August 9, 2019

Mr. Kevin Kimber

CWA Staff Representative — District 3
2180 West State Road 434, Suite 1130
Longwood, Flerida 32779

Re: Employee Assistance Program {EAF)
Dear Mr. Kimber:

This letter confirms our mutual commitment to provide employees with ongoing information concerning
work-life balance and other forms of employee assistance.

The Company and the CWA share a mutual concern for the health and well-being of employees. We
recognize that personal situations may occur that negatively impact employees and their families.
These situations may include financial, medical, or family related issues, such as drug and alcohaol
abuse, which often require professional assistance. Thryv offers its employees a waalth of resources
designed to assist them in obtaining counseling, treatment, and recovery services, to name a few,
through the Thryv employee assistance program.

The Employee Assistance Program offers employees, their spouses or domestic partnars, and their
dependents a series of resources to help manage everything from staying heaithy, adopting a child to
dealing with substance abuse issues. Employees can reach a counselor at 800-858-6714, 24 hours/7
days a week, who will provide the caller with up to 5 counseling sessions via telephone and provide
resources and assistance with any subsequent treatment or programs the employes may want to
pursue. EAP provides employees with a confidential means to discuss very difficult, and sometimes
embarrassing, issues with compassion and profgssionalism.

We believe it is important that our employees are aware of these services and commit to include in
our New Employse Orientation and in subsequent periodic communications, the resources available

to them and thair families.

Sinceraly,
John 8. Hancheck
Company Chairperson

Kevin Kimker !
CWA Chairperson
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August g, 2018

Mr. Kavin Kimber

CWA Staff Representative — District 3
2180 West State Road 434, Suite 1130
Longweod, Florida 32778

Re: Company/Union Trials

Dear Mr. Kimber:

This letter will confirm the commitment between Dex Media, Inc. and the Communication Workers of
America ragarding frials during the life of this Agreement.

Using mutual gains/interest based bargaining techniques the parties commit fo enhancing the partnership
and create opportunities to imorove the business through trials.

Either party may identlfy a trial opportunity and bring it to the other party for consideration. The Company
and Union, at the bargaining level, will particpate in the development and implementation of any such trial,
A trial that has been determined to leave a postive impact on customer use/satisfaction, revenus growth,
product enhancement, or employee satisfaction may be considered for implementation in other areas or
company-wide, as appropriate. The parties agree that any permanent change must be bargained and

agreed to by the Company and the Union.

The Company and Union, at the bargaining level will review the overall compensation level of the group of
employees involved in a trial to determine if the aggregate payout of the trial canvass was nagatively
affectad by the trial and whether an adjustment to compensation is approariate,

Any inftiative that is developed through the trial rocess will not lead to layeffs cr surplus during the fife of
this agresment.

Sincerely, p
John S. Hancheck
Company Chairperson

CWA Chairperson
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Memorandum of Agreement
Between
Thryv, Inc.
And
Communications Workers of America
TOTAL TARGETED COMPENSATION REVIEW

The parties agree to apply the following Total Targeted Compensation Review process under any sales
compensation plan in effect during the 2018-2020 Collective Bargaining Agreement:

Definitions
Terms used in this document are defined in this section,

Adiustment Group: The “Adjustment Group” is the group of individual Company employees who are:

o Eliglble Business Adviseors {defined below)
o Or Transferred Business Advisors (defined below)
o And/or Eligible Business Advisors—FMLA (definad below)

Individuals of the Adjustment Group must be active employees at the time of adjustment ‘
distribution.

Calculated Earnings: “Calculated Earnings” of an employee is his/her base pay at midpoint of the applicabie
Base Pay Range plus his/her actual incentive earnings for the measurement period.

Bargaining Unit: “Bargaining Unit” is the grouping of business advisors at the CWA Disfrict 3 Bargaining
Unit fevel.
Eligible Business Advisors: “Eligible Business Advisors” are those business advisors in the Bargaining Unit
who have:

o 30 months or more in @ Company sales position and 12 consecutive months or more in their
then current position (job title and sales division} at the end of the Measurement Period and

o On-budget days during the Measurement Pericd of 75% of the available on-budget days to be
included in the computation.

Eligible Business Advisors—FMLA: “Eligible Business Advisors™—FMLA” are business advisors who weuld
have met the criteria for Eligible Business Advisors except for approved FMLA absence and therefore will
be eligible for their prorated portion of the adjustment.

Measurement Period: The “Measurement Period” will be 25 consecutive two-week sales reporting pay
periods beginning pay period 7 of each year. A Measurement Period is comprised of a standard 260 on-

budget days.

On-Budget: “On-Budget” refers to selfling days, i.e., days that carry a sales objective (quota). Holidays,
vacations, leave of absence, training, and/or any form of “lost” time are not considered  on-budget days.

Prorate Factor: The “Prorate Factor’ is calculated by dividing the individual “on-budget” days {including
days lost for approved FMLA) by 260 days.
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Total Targeted Compensation: “Total Targeted Compensation” is set out in Article 9.5 of the Collective
Bargaining Agreement.

Transferred Business Advisors: “Transferred Business Advisors” are business advisors who were in a sales
position at the beginning of the Measurement Period, who transfer to another job title within the Company
during the Measurement Period, and otherwise who would have met the criteria for Eligible Business
Advisors and therefore will be eligible for their prorated portion of the adjustment.

Total Targeted Compensation Application

The Company will manage sales compensation in such a manner tc ensure that at least 50% of Eligible
Business Advisors will achieve Total Targeted Compensation, subject to the following conditions:

o Sales compensation will be evaluated at a Bargaining Unit level and will be applicable to all
sales job fitles.

o The sum of the New Issue (NI} revenue of the group of Eligible Business Advisors for the
Measurement Period must at least equal the sum of the Present Issue (Pl) revenue of that group
of Eligible Business Advisors for accounts credited during the Measurement Period. If the
Company discovers material irregularities in reported Pl and associated NI during the closing
period that results in qualification or disquaiification for an Adjustment Computation, the
Company has the right to adjust the reported Pl and associated NI from those transacticns. Pl
and associated NI on accounts that are Out-of-Business (OB), National Yellow Page Service
(NYPS) transfers, or Bankruptcy (BK) credited during the Measurement Period will not be
included in the Total Targeted Compensation Application calculation.

o Within any Measurement Period, if the Company exercises its authority to change sales policies
and/or organize the sales force for the spacific purpese of depriving Eligible Business Advisors
of an adjustment to which they wculd otherwise be éntitled under the Total Targeted
Compensation Raview Process by causing NI to be less than P, the effect of that change or
those changes on whether the PI/NI requirement set forth in the above paragraph has baen

fulfilled shall be ignored.

Compensation Evaluation

Sales compensation evaluation will be computed at the Bargaining Unit level using Calculated Earnings of
Eligible Business Advisors for the Measurement Period, as follows:
o Determine the percentage of Eligible Business Adviscrs whose Calculated Earnings are graater
than or equal to Total Targeted Compensation.

o If less than 50% of Eligible Business Advisors achiave Total Targeted Compensation based on
Calculated Earnings, then the Company will provide an adjustment as calculated below.

Adjustment Computation

If applicable, the adjustment wili be derived at the Bargaining Unit level from Eligible Business Advisors.

o Computation: Subtract the sum of the Calculated Earnings of the Eligible Business Advisors
from the sum of the earnings that those Eligible Business Advisors would have achieved at Total
Targeted Compensation. Multiply this difference times 55% to determine the amount of the

adjustment to be disfributed.

Adjustment Distribution

Tha dollar amount determined undsr “Computation” will be distributed to employees in the Adjustment
Group applying the following steps:
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o [ndividual Portion: For each member of the Adjustment Group,

1. Determine the individual's aitainment percentage of Total Targeted Compensation by
dividing the individual's Calculated Earnings by the Total Targeted Compensation for the

raspective job {title and pay area).

2. Multiply the individual’s attainment percentage of Total Targeted Compensaticn times the
applicable Prorate Factor to determine each individual's prorated percentage of Total
Targeted Compensation.

3. Sum the individual prorated percentages of Total Targeted Compensation for the
Adiustment Group.

4. Divide each individual's prorated percentage of Total Targeted Compensation by the sum
of the individual prorated percentages of Total Targeted Compensation for the Adjustment
Group to determine the {Individual Portion.

o Individual Adjustment: Determine the Individual Adjustment by multiplying the Individual
Partion by the Computation {amount of adjustment to be distributed).

Any adjustment due and paid under this Memorandum of Agreement {MOA) shall be included in earnings
credited undar a new compensation plan when making calculations under Article 9.4.1.

If a dispute arises between the two parties in which the language of this MOA and the language of Article
9.5 are in conflict regarding subjects covered by this MOA, the language of this MOA is controlling. Further,
the parties agree that disputes arising under this MOA are subject to resolution through the grievance and

arbitration procedures.

ommunicatiofs Workers of America

Thryv, Inc.
/A{M L
John S. Hancheck Date signed Kevin Kimber Date signied
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Sales Compensation Plan

Sales Drive Incentive Plan
Premise Business Advisors

Applicable to:

Senior Business Advisor -
Premise Business
Advisor - Premise

New Business Advisor - Premise
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COMPENSATION

The following compensation plan will be effective the first full pay period
following the ratification of this Collective Bargaining Agreement.

Earnings for all commissioned sales representatives shall include base
wages paid bi-weekly, commissions, bonuses, paid time off, overtime pay and
contest incentives.

I Introduction
Features of the Sales Drive Incentive Plan include:

» Simple, single commission rates for renewal, increase, new/non and
SEM

+ Different rate bands to care for varying revenue handles

« Separate rates and bands based on assigned work location

s Monthly Benus opportunity for achieving New salas

Consistent with previous sales compensation plans, the Company advarces all
incentive payments. Incentive payments are subject to offsets and are not earned
until a sale is final. The Company may advance sales incentive compensation based
on sales made fo the client through a business advisor as such activity is reported in
the sales reporting system. Sales incentive compensation advances are subject t0
adjustments basaed on post sale order activity. The Company reserves the right to
make exceptions to this practice. These paymenis of estimated incentive
compensation are only advances and are fully recoverable by the Company to the
extent the Company later determines that such incentive compensation were not
fully “earned”, as defined below, or are not payable under the terms of this Flan.

Management, in its sole judgment, will establish the objectives and commission rates
for every sales rapresentative, taking into account such factors as growth objectives,
market conditions, product factors, job title and account assignment.

Incentive compensation is not “earned,” is not due and shall not vest until the sale is

_Final. A sale is not deemed Final for incentive compensation purposes unless and
untif the client advertising is accepted and published, the client performs in
aceordance with the terms and conditions of the client’s contract with the Company,
the client does not cancel, reduce or refuse to pay for the advertising, and the
business advisor has complied with Company policies and procedures, including,
but not limited to, Sales Policy.

Neverthelass, the Company will advance to Plan Participants incentive
compensation based upon preliminary sales results. All incentive compensation that
is advanced is subject to true-up and true-down and reconciliation with earred
incentive compensation {once sales become Final) and thus, incentive
compensation that is advanced and that is greater than what the Plan Participant
actually earned will be recovered by the Company from the Plan Participant (either
from future incentive compensation advances or otherwise). For example, when a
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client’s advertising is published with an error atiributable to the Plan Participant that
results in a discount being given to the client, the incentive previously advanced to
the Plan Participant on the amount of the discount is not considered to be garned.
That portion of the sale did not become Final and associated incentive will be
deducted in the next incentive pay cycle.

In the event of commission charge-backs exceeding $500, the amount to be debited
in any one pay period will not exceed 50% of earned commissions that were 1o be
paid for that pay period, except in a final paycheck when all charge- backs will be
deducted. This shall not apply to incidents of suspected fraud nor to pay plan
manipulation by the sales employee.

A Plan Participant may at any time make a payment to the Company for
reimbursement of the overpayment. The amount owed when a cash payment is
made may be the net amount (after taxes and deductions}. This arrangement should
be coordinated with HR Sales Compensation.

Ary overpayment that occurred as a result of fraudulent information or
inappropriate/unethical business conduct must be immediately repaid to the

Company.

iIl. Plan Description
Compensation Cverview

Your total compansation consists of the following componeats:

+ Base Salary
« Sales Incentive Compensation

This document explains all elements of sales incentive compensation. Throughout
this document, sample rates, objectives and targets are used to illustrate mechanics
of the plans and do not represent actual payouts.

Note that the terms bi-weekly and pay pericd in the Incentive Compensation sections
of this document refer to the sales calendar, as published by Sales Compensation,

and not the payroll calendar.

Total Targeted Compensation — Premise

Total Targeted Compensation by Pay Area {Annual Total)
PayAreal PayArea2 PayArea3 PayAread PayAreal

Sr. Business Advisor $117,000 §130,000 $143,000 5156,000 5168,000
Business Advisor 581,000 590,000 $99,000  5108,000  5117,000
New Business Advisor 581,000 $90,000 $99,000 $108,000 5$117,000

Total Targeted Compensation is set out here to provide employees a frame of reference,
but it is not guaranteed income or expected average income.
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Compensation Components — Premise

A. Base Salary {Premise)

Dex Media, Inc.’s Sales Compensation Plan, which includes Base Pay Ranges, will
apply to business advisors. The Sales Compensation Plan will be implemented in
conjunction with Dex Media, Inc. sales policies as adjusted periodically.

1. Base salary will be paid bi-weekly.
2. Base salary will be the amount within the salary band determined for the

job'title and pay area.

Base Salaries

usiness Advisor * senior Business. Advisor:
“Min o ] oMid O o Maxc ] Min o] Mid o Mlax
$28 800 | $36,000 | $43,200! $50,400 $63,000 | $75,600
$32,000 | $40,000 | $48,000f $56,000 $70,000 | 584,000
$35,200 | $44,000 | $52,800§ $61,600 $77,000 | 592,400
$38,400 | $48,000| $57,600) $67,200 $84,000 |5100,800
541,600 | $52,000| 562,400 $72,800 | $91,000 $1089,200

E'Fiay

Mk jwlNeE

B. Sales incentive Compensation {Premise}

The Sales Drive Incentive Compensation Plan focuses on supporting Renewals,
Increases and News/Nons of multi-product sales. Additionally, a business advisor
can qualify for monthly New Customer bonuses.

Incentive compensation is advanced bi-weekly according to the sales pay period
reporting calendar. Incentive payments are subject to cffsets and are not earned

until a sale is final.
Sales Incentive Compensation Component Details

Sales Incentive Compensation consists of the following components:

1. Commissions

» Rate bands are assigned by average estimated revenue handle for
a lecation
» Mid-year changes in rate bands are rare, but may happen in any
one or more of these situations:
i,  Calculation is off by two or more rate bands
i.  Change in budgeted headcount after calculation is completed
i.  Market moved to a different sales team
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« Bi-weekly Commission rates are applied separately to:
i. Renewal
ii. Increase

fii. New/Non
iv. SEM outside of a prepackaged bundle will be paid atthe rep’s renewal rate,
but no lower than 25%. All SEM (renewal, increase & new) will be capped at
$10,000.
Results classification is determined at a client level.
« Commissions are paid bi-weekly on an “as sold" basis, subject to the
same restrictions and adjustments as defined in the Sales Policies.
» Adjustment for greater-than 12 month print pubs for BA & SBA roles
only;
i.  An evaluation will be completed annually to determine the
impact of greater-than 12 month print pubs and an adjustment

factor will be established
ii. The adjustment factor will be applied to the base

commission rates

SAMPLE BANDS

Table 1.1 Business Advisor -~ Premise Rate Bands (Pay Area 2):

Note: Rates inciude greater-than 12 month pub rate factor

SEM outside of a prepackaged bundleé will be paid at the rep’s renowal rate,
but no lower than 25%. All SEM (renewal, increase & new) will be capped at

$10,000.

Example (BA-P) PayArea 2/Band A:




Table 1.2 Senior Business Advisor - Premise Rate Bands (Pay Area 2). _

Note: Rates include greater-than 12 month pub rate factor

SEM outside of a prepackaged bundle will be paid at the rep’s renewal rate,
but no lower than 25%. All SEM (renewal, increase & new) wiil be capped at
$10,000.
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Table 1.3 Business Advisor - Premise & Senior Business Advisor - Premise

Rate Bands:

PAY AREA 1

BUSINESSADVISOR

SENIOR BUSINESSADVISDR

New :

PI Range Rate Band Renewal Inerease Newi ) ange Rate Band Renewal Increase
<$70K A 38%  200% 202% <370k A 19% 91% 91%
370k - 580k B 34% 173% 173% $70k - S8CK B 14% 53% 58%
$80k - 890k C 29% 159% 159% 580k - 590k C 10% 53% 53%
§90k - $100k %] 24% 149% 149%
>5100k E 19% 144% 144%
-PAY AREA 2
~ BUSINESSADVISOR _ ~ SENIOR BUSINESSADVISOR
Pr Range Rate Band Renewal !ncrea"se New Pl Range Rate Band Renewal lncreaqe o I_\le'w' )
<570k A 43% 224% 224% <570k A 21% 101% 101%
570k - 380k B 37% 192% 192% $70k - 580k B 16% 64% 64%
$80k - 590k C 32% 176% 176% $80k - 590k C 11% 59% 59%
590k - $100k D 27% 166% 1586%
>5100k E 21% 160% 160%
PAY AREA 3
BUSINESS ADVISOR SENIOR BUSINFSSADVISOR _
Pl Range Rate Band Renewal Increase New Pl Range Rate Band Renewal lncrease _Nem;r .
<570k A 47% 247% 247% <$70k A 24% 112% 112%
$70k - $80k B 41% 212%  212% 570k - $80i B 18% 71% 71%
$80k - 590k [of 35% 194% 194% $80k - 580l C 12% 65% 65%
590k - $100k D 29% 182% 182%
>5100k E 24% 176% 176%
PAY AREA 4
- BUSINESS ADVISOR SENIOR BUSINESSADVISOR
_”_:PI‘Rang‘e Rate Band Renewal Increase _Newi PI Range Rate Band Renewal Increase _ __New"'
<570k A 51% 269% 269% <570k A 26% 122% 122%
570k - 580k B 45% 231% 231% $70k - 530k B 19% 77% 77%
580k - 590k C 38% 212% 212% 580k - 590k c 13% 71% 71%
550k - 5160k D 32% 139% 199%
>5100k E 26% 192% 192%
PAY AREAS
S BUSINESSADVESOR SENIOR BUSINESSADVESOR
Pl Range - Rate Band Renewal lncrease New P! Range Rate Band Renewal Increase . ‘New
<570k A 56% 292% 292% <570k A 28% 132% 132%
570k - S80k B 49% 250% 250% 570k - S80k B 2i% 83% 83%
$80k - 590k C 42% 229% 229% 580k - 50k C 14% 76% 76%
590k - $100k D 35% 215% 215%
>$100k E 28% 208% 208%

SEM outside of a prepackaged bundle will be paid at the BA/SBA renewal
rate, but no lower than 25%. All SEM (renewal, increase & new) will be

capped at $10,000.

57




Table 1.4 New Business Advisor - Premise Rate Bands:

All SEM, both new, increase & renewa! outside of a prepackaged
bundfe will be paid 25%. Ali SEM (renewal, increase & new) will be
capped at $10,000.

Examp!e (NBA-P) Pay Area 2.

, énthl_j NI

‘Corm Rate

“Commissions .~ . -$325

2. Performance Bonus (New Customet Bonus)

In addition to the bi-weekly commissions, a BA can also qualify for a
maonthly New Customer bonus.

» Monthly New Customer Bonus
a. Paid every 2 pay periods (13 per year, distinct from
Sales Comp Calendar months)
b, Bonus amount tiered based on the number of new sales

and/or new sales $ _
¢. Minimum $75 for new customer sale to count as a # scid

d. New customer may count as 1.5 saies if it contains a
Thryv sale of $198 or better

> The Monthly New Customer bonus which is paid out every 2 pay
periods has two opportunities to achieve new sales bonus

payout:

a. If achieve target for New Sales # OR $ target - Bonus
amount is in "Hit 1” column

b. If achieve target for New Sales # AND § target - Bonus
amount is in "Hit 2” column
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New Customer Bonus Tiers

Busiress Advisar )

BofNew| Mew Hitl Mit2 Hof New! New Hit1 Hit2
Safes | Sales$S | Bonus Banus Sales | SalesS | Borus Bonus
»=70 »=1400 1620 2,025 | | »=70 -»=1400 1,80 2,250
&5 1300 15385 18401 65 - 1300 175 A180

VB0 L0Q 148 855

1,
o130, 1Eel | 50
1,285 LE3 | 45 900 ;
1215 150) | 40 80 1,380
CL15c nAs !
L0800 23500
i 8| o doo

A ¥, i 5 .
Business Adisor Busgiriess Adidsor Biainass Advisor

#ofNew: Mew Hit 1 Hie 2 fofNeaw| Naw Hitl Hied #ofNaw| New Hit i Mg 2
Sales | Seies§ | Benus Safes | Salas$ | Banmus Bonus Saler | Sales§ | Bonus Honus
7.0 LS00 LOBY 2475 || >=70 w1400 2,060 2700} | =70 e3A00 240 2925
65 LX0 _ L%9 2370 a0 25Wp} B3 L300 2,95
60 pa0 0 LAES 32 90 34751 60 2,580
BE L0 LB RS 23881 2,580
50 §D00 1,660 250 | 2,440
450 A% 2,318
A0 0 2,025 2,198
35 ome 188 3070
LTS 00 136 | 1,950
25 W0 500 1,485 : 1610
20 @0 EE LI Alss| | zo o a0 o OO 1260

L3 <d - " <28 <4l - . 228 cAm - -

Month = 2 pay periods
No intarpolation between tiers

THRESHOLDS were LOWERED for # and $'s to achieve bonus as follows for BA's:

Al AREAL 5 ; % PAYAREA S
Business Advisor Business Advisor Business Advisar
# of New |New Sales| Hitl Hit 2 B of New |New Sales| Hitl Hit 2 # of New [ Maw Sales] Hit 1 Hit2
Sales $ Banus Bonus Sales 5 Bonus Bonus Sales s Bonus Banus
 >=65 »=1325 1620 2,025 | | =65 | >=1328 1,800 2250 || »=85 . »=1325 1,980 : 2475
60 ¢ 1,225 | 1555 1,540 60 ¢ 1225 : 1725 2,160 6.0 1,225 | 1,900 2370
5.5 1,125 1,485 1,855 5.5 1,125 1,650 2,065 5.5 1,125 1,815 2,270
5.0 1,025 1,420 1770 5.0 1,025 1,575 1,870 5,0 1,025 1,735- 2,165
4.5 925 1,350 1,690 4.5 925 1,500 1,875 4.5 935 1,650 2,065
4.0 325 1,285 ¢ 1,605 4.0 825 1,425 1,785 4,0 825 1,570 1,960
3.5 725 1,215 1,520 3.5 725 1,350 : 1,690 3.5 725 1,485 1,855
3.0 525 1,150 1,435 3.0 625 1,275 ¢ 1595 3.0 625 1,405 1,75_5'"
2.5 525 1,080 1,350 2.5 525 1,200 ¢ 1,500 2.5 525 1,320 : 1,650
2,0 425 890 - 1,115 2.0 425 990 . 1,225 2.0 425 H 1,090 : 1,360 |
15 325 700 870 15 325 775 975 15 335 ! 855 1085
<15 €325 ¢ - - <15 <325 S . <15 <125 -
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L PAYAREAS FPAYAREAS .
Businegss Advisor Business Advisar
# of New [New Sales| Hitl Hit 2 #of New| New Hit 1 Hit2
Sales H Bonus Bonus Sales | Sales$ | Bonus | Bonus
»=6.5 i »=13235 2,160 2,700 »2 65 |»=1325| 2,340 ¢ 2,925
6.0 | 1,225 2,070 2,590 5.0 1,225 | 2,245 2,805
55 o 1125 1,980 2,475 5.5 1,125 | 2,145 2680
5.0 1,025 1,890 ¢ 2,365 5.0 : 1,025 | 2,050 : 2,560
45 925 1800 2,250 45 | 975 1,950 0 2,440
4.0 825 1,710 ° 2,140 4.0 g25 | 1.855 ¢ 2,315
3.5 725 1,620 2,025 3.5 725 | 1,755, 2,185
3.0 525 1530 . 1915 3.0 625 1,660 : 2,070
2.5 525 1,440 ¢ 1,300 2.5 525 1,560 § 1,950
20 425 1,190, 1485 2.0 425 1,285 1610
LS 325 930 1,165 1.5 . 325 ¢ 1,010 ; 1,260
<15 <325 - <15 = <325 : - -

Table 1.6 New Customer Bonus Tiers For SBA-P By Pay Area:

T AREA. ;
~ Senigr Business Advisor Senior Business Advisor
#of New] New Hit 1 Hit 2 Hof New| New Hit 1 Hit Z
Safes | Sales$ | Bonus Bonus | | Sales | Sales$ | Borus Banus
5270  »>=1400, 1,250 1585 || »e70 >=1400° 1,380 L7345
65 Lm0 . L2000 LS00l l 65 . 1300 325 ° 1,655
B0 dae0 o L5 :430) 1 B0
55 L 4085 - T
...... 50 1000 - ned0 43000 50 100 LD
40 BD S0 RS A
3% ¥o . 885 1368
030 e0 85 L0SE
25 so o 73 95
. T )

<20

RE

Senior Business Advisor Sanior Business Advisor ) Senior Business Advisar
#of New] New Hit1 Hit 2 #of New| New Hit 1 Hit 2 #of New| New Hit 1 Hit 2
Sales | Sales$ | Benus Bonus Sales | Sales% | Banus Bonus Sales | Sales$ | Bonus Banus
S=70 o100, 1,520, 1,000| | »-7.0 :»>=L1400. 1660, 2,075|| »=70 i>=1400. 1800 2,250
6.5 1,300 1460 1,825 65 1300 ¢ 1,595 1,995 65 1,300 © 1,725° 2,155
60 ° 1,200 13651 1745| | 60 . 1,200 1,520 : 1,900 60 - 1,200 1,650 . 2,085
55 0 1,100 1,330 0 1,565 55 ¢ 1,100 1455 1,820 55 ¢ 1,100 1,575 . 1,870
50 . 1,000 1,265 1,580 50 . 1,000 1,385 . 1,730 50 1,000 {500 1,875
4.5 900 1,205 ; 1,505 45 200 1315 ¢ 1,645 4.5 900 1425 1,780
4.0 800 1,140 ° 1,425 4.0 800 1,245 - 1,555 4.0 800 1350 1 1,690
3.5 700 1,080 ¢ 1,350 35 1700 1,180 ° 1,475 35 700 1,275 - 1,595
3.0 600 1,015+ 1,270 3.0 00 1,105 | 1,280 3.0 600 1,200 : 1,500
25 300 835 1,105 15 500 576 1,215 || 2.5 co0” ¢ 1,050 . 1,315
2.0 400 760 950 7.0 400 2307 1040 || 20 400 900 1,125
<20 <4acg - . <30 <400 - S T .

Month = 2 pay periods
No interpolation between tiers
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THRESHOLD_S were LOWERED for # and $'s to achisve bonus as follows for SBA's:

Table 1.7 New Customer Bonus Tiers For NBA-P By Pay Area:

LPAYAREATL o U PAY AREAZ
Nowr Businass Advizor New Business Adulsor
i . : Salgs | Sale: s D

»>»» 7.0 »=7100 2,215 =70 221080 2,460 3,095
8.5 1,950 2115 2,645 6.5 1,950 2,345 2,930
8.0 1,800 2,015 2,520 6.9 1806 2,233 2,795
55 O 1,910 2,390 5.5 1,650 2,125 2,655
5.0 1,500 1,810 2,265 30 1,500 2,010 2,515
45 1,350 1,710 2,340 4.5 1350 1,500 2,375
4.0 1,260 1,610 23 4.0 1,200 1,790 2,240
35 1,050 1.325 1,855 3.5 1050 1.470 1,840
3.0 500 1,040 1,300 3.0 > vl 1,155 1,445
2.5 750 780 975 2.5 750 865 108
20 600 520 6RO R %00 580 725

<20 < &0 - . <30 <600 - -
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AYAREA 3
Senior Business Advisor Senior Business Advisor Sanior Business Advisor
# of New [MNew Sales| Hit1 Hit 2 it of New |New Sales| Hitl Hit 2 # of New |Mew Safes| Hit1 Hit 2
Sales ] Banus Bonus Sales 5 Bonus Banus Sales 5 Bonus Bonus
»>=6.5 !»=1325; 1,440 1,800 »>=65 |»>s1325° 1,585 i 1,930 »=65 | »=1,325 1,750 ¢ 2,190
5.0 i 1,225 1,405 = 1,755 6.0 : 1235 1,555 © 1,945 60 ¢ 1225 1,710 0 2,40
5.5 1,125 1,345 ¢ 1,680 5.5 1,125 1,485 i 1,855 5.5 1,125 1,635 : 2,045
5.0 1,025 1,280 1,600 5.0 1,025 1,415 ¢ 1770 | 5.0 1,025 1,560 ¢ 1,850
4.5 925 1,220 1 1,525 4.5 925 1,345 1,680 4.5 9215 1,430 ¢ 1,850
4.0 325 1,155 1,445 4.0 825 1,275 1,595 4.0 825 1,405 1,755
3.5 725 1,085 1,370 3.5 725 1,210 ; 1,515 3.5 715 1,330 1,665
3.0 625 1,030 . 1,290 3.0 625 1,140 . 1,425 3.0 625 1,255 : 1,570
2.5 525 9701 1,215 2.5 525 1070 1,340 25 525 1,180 ; 1,475
2.0 425 780 | 973 2.0 425 2651 1080 20 425 950 1,180
1.5 325 525 ¢ 730 1.5 325 60 ! 865 1.5 325 760 ; 950
<15 < 325 - - <15 <325 i - <15 <325 -
i PAYAREA 4 =57 AVAREAS
Seniar Business Advisor Senior Business Adviser
# of New |Maw Sales| Hitl Hit 2 #ofNew| New Hit 1 Hit 2
Sales 5 Banus Bonus Sales Sales 8 | Bonus Banus
>=6.5 .»>=1375 1910° 2390 || >=85 ~>=1325, 2,070 2590
6.0 1,225 L1870 2,340 60 1225 2025 . 2,530
5.5 1,125 1,785 2,230 || 55 1135 1,935 | 2,420
5.0 1,025 1,700 ¢ 2,125 5.0 1025 1845 2,305
4.5 925 1620 2,028 45 925 1,755 2,195
4.0 825 1,535 : 1,920 4.0 825 1,665 : 2,080
35 ¢ 725 1455: 15820 35 725 1575 ¢ 1970
3.0 . 625 1370 ¢ 1715 3.0 625 1,485 | 1855
2.5 525 1,285 ¢ 1,605 2.5 525 1,395 | 1,745
2.0 425 1,040 ¢ 1,300 2.0 425 1,125 1,405
15 325 830 1,040 L5 325 900 : 1,125
<15 <325 - - <1.5 <325 . -




oo PAY AREA 3 - :PAY.AREA S
New Business Advisor = New Business Advisor
»>=7.0 >=32,100 2,950 3,680 »>=7.0 »=2,100 3,195 3,995
6.5 1,950 2,815 3,520 6.5 1,950 3,050 3,815
6.0 1,800 2,680 3,350 6.0 1,800 2,905 3,630
5.5 1,650 2,545 3,180 5.5 1,650 2,760 3,450
5.0 1,500 2,415 3,020 5.0 1,500 2,615 3,270
4.5 1,350 2,280 2,850 4.5 1,350 2,470 3,090
4.0 1,200 2,145 2,680 4.0 1,200 2,325 2,905
3.5 1,050 1,765 2,205 35 1,050 1,910 2,390
3.0 900 1,385 1,730 3.0 900 1,500 1,875
2.5 750 1,020 1,300 2.5 750 1,175 1,405
2.0 &00 595 870 2.0 600 750 940
< 600 <2.0 < 600 - - < 2.0 < 600 - -

THRESHOLDS were LOWERED for # and $'s to achieve benus as foliows for SBA's:

Month = 2 pay periods

No interpolation between tiers
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PAY AREA L - - PAYAREA2 - “PAY AREA 3 -
New Busitess Advisor New Businass Advisar. - New Businass Advisor
g of Naw | Mew [ -Hitl |  HitZ .| p#ofNew |~ New A A ML i Hit 2 ,#pt’New,' CNew [ HIt L s[cHIEZ
“sates’ |- Saless | Bonus | Benus || [ Sales | ‘Sales§:: “Bonus || ‘Bonus | |.o.Sales | Satesd | Bonus- | Bonus.
5=7.0 »=2100 2215 2,7/0] | >=7.0 »>=2100, 2480 3,075 | >=7.0  »=2100. L70% . 3380
65 . 1950 3,118 2845 65 1850 : 2345 2830 6.5 1,950 . 2,580 3225
5.0 1,800 - 3015 250| | 60 1,800 2,235 2,795 60 1800 : 2460 3079
5.5 1,650 1,910 2,390 5.5 1,650 2,125 2,655 5,5 1,650 2,335 2,920
‘‘‘‘‘ 5.0 1,500 1,810 2368 5.0 1,500 2,010 - 2518 5.0 1,500 2,210 2,765
4.5 1,350 1,710 2,140 4.5 1,350 ¢ 1,900 ° 2,375 4,5 1,350 2,090 2,615
4,0 1,200 1,610 2,015 4.0 1,200 1,790 2,240 40 ¢ 1,200 1,965 2455
35 1,050 1,325 . 1555 3,5 1,050 1,470 1,840 3.5 1,050 1,620 2,025
3.0 900 1,040 1,300 3.0 0a 1,155 . 1445 3.0 900 1,270 1,590
2.5 750 780 975 2.5 750 365 1,080 2,5 750 355 - 1,195
2.0 600 520 650 20 ¢ Bod 580 ¢ 725 2.0 600 535 - 795
<2.0 < 500 - <20 . <600 - - <2.0 < 600 : -
- PAY AREA & ., iPAYAREAS: i -
Naw Business Advisor - -~ -~ New Business Advisor -~ .> - ¥
CofNew| ‘New | HiEl o HIEZ - | [#of Newl New's| “Hitd of W2
: sales | Sales$ | Bonus | -Bonus. | [ Sales ‘| Safes’y | Bonus:i}: Bonus.
»= 7.0 . »=2,100 2,950 3,620 >=7.0 »=2100: 3,195 3,995
65 1,950 2,815 3,520 65 . L1950 : 3050 3,815
6.0 1,800 2,680 3,350 50 1,800 2,905 . 3,630
5.5 1,650 2,545 3,180 55 : 1,650 2,760 3,450
5.0 1 1,500 2,415 3,020 50 - 1,500 2,615 3,270
4.5 - 1,350 7,280 2,850 45 7 1350 2,470 3,090
4.0 1,200 2,145 2,630 40 1,200 2,325 2,905
35 1050 1,765 2,205 35 1,050 1910 ' 2,390
3.0 900 1,385 1,730 3.0 990 1,500 . 1,875
2.5 750 1,040 1,300 2.5 750 1,125 ¢ 1,405
2.0 600 595 g§70¢ 2.0 600 750 540
<2.0 < 600 <2.0 < 500 :




i, Incentive Calculation Examples

Note: All examples, including amounts and rates, are for illustration oniy.
Where appropriate, values are rounded (up/down) to the nearest dollar

and percent attainment.

Biweekly Commission Example (BA-P in Pay Area 2, Rate Band A}

Rasuits

Reneswal $ 500 43% $ 215
SEM* $ 600 43% $ 258
Increase $ 200 224% 3 448

New/Non 5 600 224% $1,344
7o Total NISD. $ 1,800 | i o o 2,26

*The SEM product sold in this exampte was a standa!one SEi\/! The
commission is calculated at the renewal rate for the assigned rate band
which is 40% in this case.

‘Biweekly Commission Example (SBA-P in Pay Area 2, Rate Band A}

Rasults

Renewal $ 500 21% § 105
SEM” $ 600 25% $ 150
increase $ 200 101% $ 202

New/Non $ 600 101% 606
"’ Total NISD.: $1900 | - $:1,063:

*The SEM product sold new was a standalone SEM The commission
on this SEM sale would be calculated at the minimum rate of 25%.
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Definitions

Base Pay
Base pay is a fixed amount of compensation for a specified position. Base pay
does not include compensation such as incentives, bonuses, or awards.

BOTS
The Book on the Street (BOTS/PI) value represents the dollar amount of

advertising revenue in the current product issue.

Canvass Cycle
All sales territories are organized into markets and are then divided into sales

canvasses. The reasons for establishing sales canvasses include, but are not limited
to, resource planning, deadline compliance, client satisfaction, and workflow

management.

Ciient Complaints and Errors
Errors reported on the Client Complaint Sales Report for which negative

adjustments to NISD revenue are made.

Fiscal Year
Fiscal year is the cumulative number of periods defined as a reporting year.

Measurement Period :
Measurement period is the time frame in.which results will be accumulated for

ncentive calculation.

NISD
New Issue Street Directory (NISD/NI) is the dollar amount of advertising revenue

soid during the specific sales canvass.

Pay Period
Pay period is the monthly calendar period established for reporting incentive

compensation related information.

Quialifiers
Qualifiers are additional requirements that must be achieved in order to have

incentive compensation advanced.

Recurring Revenue
Recurring revenue represents renewat revenue up to the value of the BOTS pius

increase over and above the BOTS.
g4




Retention Revenue
Retention revenue is renewal revenue up to the value of the
BOTS. This amount is used in the retention revenue incentive

calculation.

Rounding Convention

Rounding convention is the mathematical expression of numeric
information used throughout the sales incentive compensation
program. The rounding convention used expresses numbers to
the nearest tenth of one percent {e.g. xxx.x%).

Split Sales

When two or mare Sales Units/Channels participate in
completing a sales transaction, reporting of the transaction will
follow the policy as defined in the Sales Policy-Market
Assignment Guidelines (SP-MAG) document.

Threshold

Threshold is the minimal level of performance that must
be achieved before incentives are advanced.
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2019 Wellness Program

The Company and Union agree that in the event the Company offers a Wellness Program for
2019 to its management employees as a component of its 2019 medical plan, the employees
covered under this Agreement will be offered the same program; subject to the same eligibility

requirements and terms and conditions as its management employees. :
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DexYP Severance Program

Effactive January 1, 2018




Contents

Introduction to YOUr SEVEraNCE PrOQIaM. ..ot iad s tan s nen e e 1
ETGIDIIEY 1. veereeee et et et e R R GRS e e e e 2
Separations ... e es st sessra e 3
Severance Pay and Other Benefits ... e e e e 5
BBCHOM ADO A i it e e et e e IR ST R e 7
ADMINIStrative InformMAtION v e e et b e e b 8
Your Rights Under ERISA . . ... e e s e st e e an e e 9
FiT o oT=] alo 1 U OO ST TP TS ST PSP R 15

18

ADPENAIX B e vevve e et eeesesses e eee st eres e bttt




introduction to your Severance Program

The DexYP Severance Program (the “Plan’ or “Severance Program”} as amended and restated herein Is
effective January 1, 2018 (the “"Effective Date”).

The Severance Program provides you with severance pay and certain other benefits if you separafe from
service with the Company under specific circumstances described in this plan document and summary plan

description.

About this document

This summary pian description (*SPD") describes the severance benefits available to eligible employees who
are notified of a Qualifying Separation (as defined below) on or after the Effective Date. Notification occurs
on the first day of your Notification Period.

The Severance Program as setf forth in this document supersedes ali pre-Effective Date versions of any
DexYP severance program and all predecessor severance program(s} maintained by Dex Media, Dex Media
Holdings, SuperiMedia Inc. or Dex One Corporation or their respective affiliates or predecessors. However,
this Severance Program does not apply to you If you are covered by any other Company severance plan,
including the YP Severance Program.

This SPD can help you better understand and use your benefits. It is intended to comply with U.S.
Department of Labor requirements and other applicable federal laws and applicable state laws. The Plan is
not intended o supersede any written employment agreements to the extent such agreements exist. This
document is intended to constitute both the Plan’s written plan document and the summary plan description

under ERISA.

In setting forth the terms ¢f the Severance Program in this SPD, every attempt has been made to make this
SPD corsistent with applicable collective bargaining agreements, if any. To the extent that there's a conflict
betwsen this SPD and your collective bargaining agreement, if applicakle, the collsctive bargaining
agreement shall govern.

References to the “Company” in this SPD mean Dex Media Holdings, Inc. and its subsidiaries that are
Participating Companies in the Plan. |n addition to Dex Media Holdings, Inc., Participating Companies
inciude Dex Media, Inc.

References to “you” or “your” refer io & covered employee only. Other terms have the meaning specified in
this SPD. Such terms appear in bold face throughout the text.

Severance Program contacts
Contact the Dex Media Severance Administration Team via email at AskHR@dexmedia.com for:

¢ Information on how the Pian works
s To verify eligibility for severance benefits
» Toensure your completed Legal Release has been received by the Company




Eligibility

" You are eligible under this Plan if...

You are employed directly by a Participating Company, have at least one day of service, and are included
in one of the following Eligible Classifications:

Regular full-time or part-time (scheduled to work 20 or more hours per week on an indefinite basis)
salaried or non-bargained for hourly employee, below the Executive Vice President Career Leval, or

Union-represented employee covered by a collective bargaining agreement that expressly provides
for participation in this Plan (e.g., "in the same manner as they are provided to the Company's
management employees”}, with eligibility determined by the terms of the collective bargaining
agreement,

You are not eligible under this Plan if...

@

You are & non-bargained for employee at or above the Executive Vice President Career Level.

You are an employee classified as an intern.

" You are an employee who is subject to an employment agreement with the Company.

You are a union-represented employee who is not covered by a collective bargaining agreement that
axpressly provides for participation in this Plan.

You are a temporary, project, supplemental, contract, seasonal, occasional, or contingent employee,
or any other individual retained for a fixed duration.

You are classified by the Company as an independernt contractor or consultant, regardless of what
any other person or authority may defermine about your employment status.

You are a service provider whose pay is reporied on Internal Revenue Service (IRS) Form 1089
rather than IRS Form W-2, without regard to any retroactive change in such reporting.

You are paid through the accounts payable system rather than the payroll system of the Company.

You are paid by either a third-party temporary services company (a temp agency) or a third-party
service provider that is not a Participating Company.

You are retained by the Company under a contract or agreement that speciiies that you are not
eligible for benefits under Company-provided severance plans, or that you are not eligible to
patticipate in this Plan.

You are an an approved long-term disability (LTD).
You are on anh unapproved absence from work.
You refuse to work during your Netification Period when asked to do so.

You choose to terminate your employment prior to receiving your official separation package {Day
One Notification) from the Company.

You are not included within an Eligible Classification as described above.

If you are included in one or more of the ineligible classifications listed above, you will not be covered by the
Severance Program for the period in which you are included in the ineligible classification, regardless of any
retroactive change in your classification by or pursuant to an order of any governmental or other authority
(such as a court or the IRS).




When eligibility ends

Eligibility ends when your employment with the Company ends for any reason (including retirement or
death), or when you transfer to or otherwise become a member of an ineligible class described in the “You
are not eligible under this Plan i’ section above.

Separations
Qualifying Separations

To receive Severance Program benefits, you must experience a Qualifying Separation. You have a
Qualifying Separation if the Company presents you with a separation package in connection with:

+ The Company’s termination of your employment for business reasons (either individually or as part
of a larger reduction in force), or

* Your voluntarily terminaticn of employment due solely to your refusal lo accept & relocation.

If you indicate a willingness te be involuntarily terminated in connection with a reduction in force or similar
staffing exercise, you will be considered to experience a Qualifying Separation only if you are actually
selected by the Company to be involuntarily terminated and the Company presents you with a separation
package (Day One Netification). Your voluntary termination of employment at or about the time of the
reduction in force will not be considered a Qualifying Separation.

Notwithstanding anything to the contrary, you will not be considered to have experienced a Qualifying

- Separation if the Company terminates your employment for Cause. “Cause” as used in this Plan shall
mean an employee’s (a) breach, violation or contravention of, or other act or omission that would subject him
or her to disclplinary action in accordance with (i) any legal or regulatery requirement applicable to such
employee (in his or her own capacity or as an agent of the Company), (i) any written agreement between
such employee and the Company, {iii) any policy, practice, procedure or standard of conduct set farth in the
Company's Cods of Conduct, or {(iv) any other material policy, practice, procedure, standard of conduct, rufe,
regulation or comparable requirement of the Company applicable to such employee; or {b) failure to perform
his or her job reguirements to the requisite performance standards following notice and a reasonable period
to cure any identified performance deficiencies; or {¢) failure to abide by or satisfy the requirements of any
written performance plan applicable to such employes; in each such cass, as determined by the Company.

You do not have a Qualifying Separation if you are reassigned 1o a position {including a different position)
with the Company.

Neither the Plan nor the Plan Administrator determines whether you will be cr have been involuntarily
terminated for business reasons or for Cause {including poor performance) or whether you have voluntarity

terminated due solely to your refusal to accept a relocation initiated by the Company. Such determinations
are made in the sole discretion of the Company as an employer and not as a fiduciary decision.

Relocation

Relocation means a Company-initiated material change in your principal work location that is also
considered a relocation under the Company’s guidelines for relocations.

Notification Period

Your Motification Period is the uninterrupted 14 calendar day period that begins on the date you first receive
a separation package for your Qualifying Separation. In this Plan, the separation package is also refetred to




as your “Day One Notification”. Your Notification Period is not affected or altered if you have applied or
been approved for short-term disability or a leave-of-absence.

Ineligible separations

Your termination will not be considered a Qualifying Separation for Plan purposes if:

You are not presented with a separation package (Day One Notification) from the Company.

You are offered a position with any Dex Media company (even if such company is nota
Participating Company) at or around the time the Company terminates your employment.

It is a voluntary termination of employment for no reason or for any reasan other than your refusal to
accept a relocation imposed by the Company.

tis an involuntary termination of employment that is characterized (at the time of termination or
subsequently) by the Company as a termination for misconduct or fer Cause (including, but not
limited to, a termination for poor performance), regardless of any contrary characterization or re-
characterization of your termination by any othar person or gavernmental authority {such as a court)
for any other purpose. :

You do not have a period of unemployment following your termination of employment with the
Company. For example:

¥ You transfer or terminate empioyment so that you can begin another position with any of the
following:

»  The same Company

= Another Related Employer (whether or not it is a Participating Company). A
Related Employer is any corporation, partnership, joint venture or other entity in
which Dex Media Holdings, Inc. or its subsidiaries directly or indirectly hold a 10%
or greater ownership interest.

= Anunrelated company or other entity that enters into a transaction with the
Company (for example, in a purchase of stock or assets; a spin-off, reorganization
or similar transaction; a confribution to a joint venture; or a contract to outsource a
function previously performed in-house).

» You transfer to or become employed by any other company or enfity because of or in
connection with a termination of all or part of an outsourcing arrangement, whether the
arrangement ends early o follows its normal course.

It is a voluntary or involuntary fermination upon your turning down an offer of employment with an
entity that enters into a transaction with the Company (for example, a purchase of stock or assels; a
spin-off, reorganization or similar transaction; a contribution to a joint venture; or a contract to
outsource a function previously performed in-house), or with a Company outsourcing customer or
vendor.

You revoke your Legal Release within 7 calendar days of signing the Legal Release.

You rafuse to continue to work for the Company during your Notification Period, if asked by the
Company to do so.

You terminate your employment for any reason prior to the beginning of your Notification Period
and before recsiving your Day Qne Netification from the Company.




No duplication of cther severance program benefits

If you are entitled to receive a payment or benefit under this Plan and you are also entitled to receive a
payment or benefit under similar circumstances from the Company or an affiliate under another plan or
agreerent, then the Company in its discretion may reduce the amount of the corresponding payment or
adjust the corresponding benefit to which you or your estate would be entitled under this Plan if and to the
extent necessary or appropriate in arder to avoid a duplication of any such payment or benefit. The
preceding sentence shall not apply to reduce any severance payment or benefit to the extant the Plan
Administrator determines, following application of all applicable exemptions and exclusions, that the
reduction or offset would accelerate the taxation of any payment or benefit pursuant to Section 409A,

Separation agreement and release

No benefits are payable under this Pian unless you sign and deliver the Legal Release to the Plan
Administrator or its delegate by the earlier of (1) 45 days after the date of your separation from service or
(2) the deadline established by the Company, and you do not subsequently revoke the Legal Release.

The Legal Reiease is a document prepared by the Company in its capacity as your employer (and not as a
fiduciary), with terms satisfactory to the Company in its sole discretion. The Legal Release will include,
among other things:

»  Alegally-binding release and waiver of specified claims you may have as of the date of the release
relating to your employment, which will be set fotth in the document.

» A deadline for delivery of the Legal Release.

e Other provisions as the Company deems necessary or appropriate to protect its reasonable
business interests, such as commitments regarding confidentiality, non-solicitation and non-
competition.

The Company may use different forms of Legal Releases from one businass unit or Participating
Company to ancther and from one employee to another, as determined by the Company in its scle
discretion as an employer (and not as a fiduciary). ‘

Sevarance Pay and Other Benefits

Ovarview

You will forfeit your right to severance pay and benefils if you do not sign and deliver the Legal Release af
the time and in the manner required by the Plan.

You must satisfy the Severance Program's eligibility requirements, experience a Gualifying Separation,
sign and deliver the Lega! Release at tha time and in the manner required by the Plan, and not revoke the
Legal Release, in order fo

= Receive cash severance pay as described in the “Cash severance pay” section below.

» Be sligible for career transition services as described in the “Career Services Benefits” section
below.

Cash severance pay

Your cash severance pay is the amount described in the "Severance payment calculation” section of
Appendix A or B as applicable. The Company will comimence severance payments to you within 60 days
after your separation from service or as socn thereafter as administratively practicable, and not befers the
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gighth calendar day following your delivery of the fimely, signed Legal Release. Severance payments are
made in equal instaliments that follow the Company’s regular payroll schecule as In effect from time to time.

Career services benefits

You receive career transition counseling at no cost to you for the period described in Appendix A or B, as
applicable. This service is offered through external professionals in the cutplacement field who will help you
find and make the transition to a pasition with another company, become self-employed or work as a
consultant. This service can give you the compstitive advantage you need fo find your next position in
today's market, by helping you to understand the new opportunities and pitfalls of a modern day job search;
teaching you how individuals are learning about and landing opportunities today; and offering proven career
strategies that could potentially shorten your job search, This service may include:

¢ One-on-one consulting

+ Developing resumes

+ [nterviewing techniques

+  Networking tips

e Career Resource network (CRN) online tools and resources
s+ Job leads and job development

s Access to SkillSoft courses

» Strategies for negotiation and evaluating job offers

COEBRA and other benefits after your employment terminates

Following your termination of employment, you are not eligible to participate in any Company health and
welfare or retirement benefit plans except as specifically provided in such ptans or as required by COBRA
rules or other applicable law. This is frug even if you experience a Qualifying Separation, and even if you
sign and deliver the Legal Release at the time and in the manner required by this Plan.

If you have a vested benefit in a 401(k) or pension program, that benefit will be paid according to the
provisions of the applicable plan.

With respect to group health plan benefits (2.g., medical, prascription drug, dental, vision, EAP, and heatlth
care flexible spending account), you and your covered dependents will have access to continuation coverage
as reguired by applicable COBRA rules. You will be responsible for paying the full cost of your COBRA
coverage.

With respect to other types of insurance, you may be able to arrange for post-termination insurance coverage
in certain circumstances by contacting the insurance carrier, administrator ar vendor,

Contact information for the administrators and vendors for the Company benefit programs is listed in the
chart below.

Benefit Plan | /ministrator/ Bhone Number | Web Address
Vendor
Mercer (former Dex

Pension One and former Dex 888-867-5963 http:/fAwww. mypensioncenter.com/DexMedia
Media)




Administrator/

Benefit Plan Vendor Phone Number | Web Address
Milliman (former P .
SuperMedia) 866-767-1212 hilp://millimanbenefits.com
Savings/401(k) Fidelity 800-835-5095 http:/fwww.netbenefits.com
Health benefits
through ggﬁ:ﬁ COBRA 8658-206-5751 https://mybenefits. WageWWorks .com
COBRA '
Life Insurance Metlife 800-638-6420 www metlife.com/mybenefits
Accident
Insurance and . . )
Critical llIness MetLife 800-638-6420 www . metlife.com/mybenefits
Insurance
Metlife, Group Policy . .
No: 0002021821 800-438-6388 hitps://fautohcme.metlife.com
Home & Auto Travelers, Group Folicy 888-695-4640 https:/pijas,travelers.com/affinityhome/affinit
insurance No: 62640 yHome.him|?sponsor=dexmedia
Liberty Mutual, Group . . .
Policy No: 113377 888-698.5644 http:/fiwww libertymutual.com/dexmedia
Group Legal ARAG North America, .
INSUrEnce Group Poficy No: 17842 800-247-4184 httpa.//www.argqleqaIcenter.com

Pet Insurance

Veterinary Pet
nsurance (VPI), Group
Policy No: 2822

877-738-7874

hitps://poi8.petinsurance.com/benefiis/dex-yp

Tuition
Assistance

EdLink/EdAssist

800-732-2235

htto:/tamsonline .org/dexmedia

Section 409A

The Plan is intended to be exempt from, or comply with, Section 409A of the Internal Revenue Code of 1986,
as amended (“Section 409A"). The Plan will be interpreted and administered consistently with this intent. Any
installment payment will be treated as a series of separate payments for purposes of Section 4069A and the
exceptions thereunder. In no event will any payment be made hereunder later than the end of the second
calendar year following the year in which you terminated employment with the Company. If your severance
benefits are subject to Section 409A and the period for your release consideration stretches across two




consecutive calendar years, then to the extent necessary to comply with Section 409A, the payment will be
delayed until the later calendar year.

For purposes of this Plan, the term “separation from service” has the meaning set forth in Section 409A and
the regulations issued thereunder.,

Administrative information

This section contains important information about how your benefits are administered and funded,
Pian name/identification

Tha Plan is an employer-sponsored welfara benefit plan governed by the Employee Retirement Income

Security Act of 1974 (ERISA). The official Plan name is the "Dex Media Severance Prograrm.” The purpose of
the Plan is to provide severance benefits to eligible participants. The plan number for the Plan is 513.

Plan Sponsor Dex Media Holdings, Inc.
2200 West Airfield Drive
P.0O.Box 619810

D/FW Airport, Texas 75261
EIN: 13-2740040

Plan Administrator (named Dex Media Holdings, Inc. Employee Benefits and Asset
fiduciary) Management Committee

2200 West Airfield Drive

P.O. Box 619810

D/FW Airport, Texas 75261

972-453-7000

initial Claims Administrator Dex Meadia Severance Administration Team
2200 West Airfleld Drive

P.O.Box 619810

D/FW Airport, Texas 75261

972-453.7000

Participating Companies Dex Media Holdings, Inc. and Dex Media, Inc, are Participating
Companies.

Agent for Service of Legal CT Corporation System

Process 350 North St. Paul
Sulte 2900

Dallas, Texas 75201

Service of legal process may also be made upon the Plan
Administrator.

Plan Year January 1 through Decembar 31

Authority of the Plan Administrator

The Plan Administrator has complete discretionary authority to administer and interpret the Plan and to
decide any and all maltters arising under the Plan, including, without limitation, the right and authority to:

« Make findings of fact.

«  Determine eligibility for participation, benefils and other rights under the Plan and to decide all claims
under the Plan.




e Determine whether any election or notice requirement or other administrative procedure under the
Plan has been adequately observed.

« Determine the proper recipient, and the amount, of any Plan benefits.
» Remedy possible ambiguities, inconsistencies or omissions by general rule or particular decision.

s  Otherwise interpret the Plan in accordance with its terms.

The Plan Administrator may delegate any or all of its authority and responsibilities under the Pian. To the
extent the Plan Administrator delegates its administrative powers or duties to any other individual or entity
(including the Initial Claims Administrator), such individual or entity shall have the discretionary authority,
as described ahove, to exercise such powers or duties.

The Plan Administrator (and, to the extent applicable, its delegate) has full and absolute discretion in the
axercise of each and every aspect of its authority under the Plan. Notwithstanding any provision of law or any
explicit ar implicit provision of this document or any action taken, or ruling or decision made, by the Plan
Administrator in the exercise of any of its powers and authorities under the Plan, all actions, rulings and
decisions shall be final and conclusive as to all parties other than the Company, including without limitation
all employees and dependents, regardless of whether the Plan Administrator or one or more of its members
may have an actual or potential conflict of interest with respect to the subject matter of the action, ruling, or
decision. No final action, ruling, or decision of the Plan Administrator (or the Initial Claims Administrator)
shall be subjsct to de novo review in any judicial proceeding; and no final action, ruling, or decision of the
Plan Administrator (or the Initial Claims Administrator) may be set aside unless it is held to have been
arbitrary and capricious by a final judgment of a court having jurisdiction with respect to the issue.

Funding and source of coniributions

Severance pay and benefits are provided solely from the Company’s general assets, and the right of any
person to receive the benefits provided by the Plan shall be solely an unsecured claim against the general
assets of the Company. No portion of the Severance Program is funded,

The Company has the absolute right in its discretion to transfer or assign its obligations to provide benefils
under this Plan o ancther entity in connection with a transaction in which the Company fransfers afl or a
portion of a businass unit or an outsourcing arrangement, joint venture or other business transaction.

Your Rights Under ERISA

As a participant in the Severance Program, you are entitfed to certain rights and protections under ERISA.
ERISA provides thal all Plan participants are entitled to:

e Examine, without charge, at (he Plan Administrator’s office and at other specified locations, such as
worksites and applicable unicn halls, all documents governing the Plan, including applicable
collective bargaining agreements, and a copy of the latest annual report (Form 5500 Series) filed by
the Plan with the U.S. Department of Labor and available at the Public Disclosure Room of the
Employee Benefits Security Administration.

= Obtain, upon written request to the Plan Administrator, copies of documents governing the
operation of the Severance Program, including applicable collective bargaining agreements, the
latest annual report {Form 5500 Series), and updated summary plan description. The Plan
Administrator may make a reasonable charge for the copies,

In addition to creating rights for Plan participants, ERISA imposes duties upon the people who are
responsible for the operaticn of the Plan. The people who operate your Plan, called “fiduciaries” of the Plan,
have a duty to do so prudently and in the interest of you and other Plan participants and beneficiarles. No
one, including your employer, your union or any other person, may fire you or otherwise discriminate against
you in any way to prevent you from obtaining a benefit or exercising your rights under ERISA.
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If your claim for a benefit is denied or ignored, in whole or in part, you have a right to know why this was
done, to obtain without charge copies of relevant documents and to appeal any denial, all within certain time
schedules.

Under ERISA, there are steps you can take to enforce the above rights. For instance, if you request & copy of
Pian documents or the latest annual report from the Plan and do not receive it within 30 days, you may file
suit in a federal court. In such a case, the court may require the Plan Administrator to provide the materials
and pay you up to $110 a day until you receive the materials, unless the materials were not sent because of
reasons beyond the control of the Plan Administrator. If you have a claim for banefits which is denied or
ignored, in whole or in patt, you may file sult in a state or federal court.

If you are discriminated against for asserting your rights, you may seek assistance from the U.S. Department
of Labor, or you may file suit in a federal court, The court will decide who should pay court costs and legal
fees. If you are successful, the court may ordear the person you have sued to pay these costs and fees. If you
lose, the court may order you to pay these costs and fees, for example, if i finds your claim is frivolous.

if you have any questions about the Severance Program, you should contact the Plan Administrator.

If you have any questions about this statement or about your rights under ERISA, or if you need assistance in
obtalning documents from the Plan Administrator, you should contact the nearest office of the Employee
Benefits Security Administration, U.S. Department of Lakor, listed in your telephone directory or write to:

Division of Technical Assistance and Inquiries
Employee Benefits Security Administration
U.S. Department of Labor

200 Consfitution Avenue N.W,

Washington, D.C. 20210

You also may obtain certain publications about your rights and responsibiliies under ERISA by calling the
publications hotline of the Employee Benefits Security Administration.

If a claim is denied

Disagreements about benefit eligibility or benefit amounts can arise. The Company has formal claim
procedures in place for the Severance Program. Neither the filing of a claim nor an appeal entitles you to a
new deadline for delivering the signed Legal Relsase,

The chart below outlines the process that applies If you have a claim or an appeal for a Severance Program
benefit. You may designate an autherized representative to represent you In the proceedings.

10
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How to file a claim

Claims Procedure

The Plan Administrator hs delegated its athomty to determine initial c|a|s to the
Dex Media Severance Administration Team. To file a claim, send a letter to:

Dex Media Severance Administration Team
2200 West Airfield Drive

P.O.Box 619810

D/FW Airport, Texas 75261

You must include;
+ A description of the benefits for which you are applying.
s The reason(s) why the benefits should be granted.
s Relevant documentation.

When you wilt be
notified of the claims
decision

You will be notified of the decision within 90 days after the Dex Media Severance
Administration Team receives your letter {180 days, when special circumstances

apply).

Failure to provide
sufficient information

The Dex Media Severance Administration Tearm will notify you of the deadline to
submit additional information, if applicable.

How you will be
notified of the claim
decision

S
About appeals and
exhausting your
administrative rights

If your claim is approved, the Dex Media Severance Administration Team will notify
youl in writing.

If your claim is denied, in whole or in part, the Dex Media Severance Administration
Team will notify you in writing. The written denial notice will contain the following
information:

s The specific reason(s) for the denial.

¢ References to the Plan provisions on which the denial was based.

s  Adescription of any additional material or information you need to submit to

complete the claim.
» A description of the Plan’s appeal procedures.

S

Before you can bring any action at law or in equity to recover Plan benefits, you
must exhaust this administrative appeal process. Specifically, you must file a timaly
appeal as explained in this Step 2 and the appeal must be finally denied by the Plan
Administrator or its delegale.

How to file an appeal

If your initial claim is denied and you want to appeal it, you must submit the appeal
in writing to the Plan Administrater or its delegate within 60 days after the date
your initial claim was denied. You may review pertinent documents ana submit
evidence and arguments in writing to the Plan Administrator or its delegate. To file
your appeal, write to the Plan Administrator or its delegate at the address specified
on your claim denial notice.

Your appeal must include the following information:
s A caopy of the claim denial notice.
« Your reason(s) for appealing (such as a statement of why you disagree with
the denial of the claim).
»  Any other information, documents, etc. that you believe support your
appeal.

When you wili be
notified of the appeal
decision

The Plan Administrator or its delegate will review your appeal, taking into
consideration all comments, documents, records and other information you have
submitted. The Plan Administrator or its delegate will nofify you of its decision
wilhin 60 days receiving your appeal (120 days, when special circumstances apply).
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If your appeal is appreved, the Plan Administrator or its delegate will notify you in
writing.

If your appeal is denied, in whole or in part, the Plan Administrator or its delegate
wilt notify you in writing. The written denial notice will contain the following
information:
+ Thes specific reason(s) for denial.
s References to the Plan provisions on which the denial was based.
e A statement regarding documents, records and other infermation that you
are entitled to receive on request and free of charge.
« A stalement regarding your right to bring a civil action for benefits under
ERISA Section 502(a}.

If you want to file a suit under ERISA, you must do so within 180 days after your
appeal is denied and the suit must be filed in the federal courts of Tarrant County,
Texas. .

to poceed if The dacision on your appeal is final. As a result, the Plan Administrater or its
necessary delegate will not review your matter again. You have a right to bring a civil action if
your claim is denied oh appeal.

Miscellaneous

Payment to others in the event of your death or incapacity

If you have satisfied all applicable requirements for the receipt of benefits under this Plan (including delivery
of the signed Legal Release) and you die before the entire amount of your cash severance has been paid in
accordance with the Plan, the unpaid portion of your cash severance will be paid to your estate but with no
change in timing or form. If you have satisfied ail applicable requirements for the receipt of benefits under this
Pian (including delivery of the signed Legal Release) and you are a minor, or you become physicaily or
mentally incapacitated before the entire amount of your cash severance has been paid in accordance with
the Plan, the unpaid portion of the bensfit will be paid to a person authorized to manage your affairs, as
determined by the Plan Administrator, but with no change in timing or form. This may be your legal
representative or guardian, your spouse, a child, a parent or other blood relative, or someone with whom you
live. Any such payment to your estate or to a person authorized to manage your affairs will completely
discharge the obligation of the Conipany under the Plan.

No assignment of benefits

Except as described under “The Company’s right of recovery” below or as required by law, your
Severance Program benefits belong fo you and may not be sold, assigned, transferred, pledged, gamished
or encumbered and shall not be liable for or subject to debts, contracts, liabilities, engagements or torts of
any person, Any attempt to do so shall be void. This does not prohibit the direct deposit of Plan benefits to
your savings, checking or other deposlt account or the payment of benefits to your estate in the event of your
death or to others as described under the “Payment {o others” section.

No vested rights

All terms of the Plan are legally enforceable. However, the Plan is not a contract of employment or guarantee
of any particular benefit. No individual has a vested right to eligibility for or payment of any benefit under this
Plan, except for benefits which have become due and payable in accordance with the express terms of the

Plan.
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Impact of re-employment

If you become entitled to Plan benefits following your terminaticn and you are re-employed by the Company
(or by another company under circumstances that would have otherwise resulted in you not having a
Gualifying Separation as described in the “Ineligible separations” section above), the special rules
dascribed below may apply. These special rules will apply only if your re-employment occurs during your
Severance Benefit Period (defined in Appendix A and Bj.

s Any Company-pald career services benefits not yet rendered will immediately cease.
s The portion of your saverance benefit that has not been paid at the time of your re-employment will
be forfeited.

Your reemployment will not affect the Legal Release you signed, Your Legal Release will remain
enforceable, to the extent allowed by law,

Your Severance Benefit Period begins at the end of the manth in which your employment with the
Company is terminated, and spans the number of full (7-day} weeks calculated as described in Appendix A
or Appendix B, whichever applies to you,

The Company's right of recovery

If, for any reason, a benefit is paid that is larger than the amount allowed by the Severance Program, the
Company has a right to recover the excess amount from you (or from the person or agency that received or
holds this benefit). This excess amount is subject to a constructive trust in favor of the Company. The person
receiving or holding Plan benefits must produce any Instruments or papers necessary to ensure this right of
recovery.

The Plan Administrator is authorized to determine whether you owe any amount of money {including any
amount due as the result of a benefit overpayment) to the Company or to any benefit plan maintained by the
Company and, if so, to determine the precise amount you owe, If the Plan Administrator determines that
you owe any amount, then the amount of your severance payment may be reduced by the amount you owe.
The Plan Administrator also shall have the authority and discretion, if the amount you owe exceeds your
severance payment, to cause the amount of any other cash benefit under any cther program (including,
without fimitation, any cash in lieu of notice) fo likewise be offset by the amount you owe, to the extent it
exceeds your.severanca payment.

The preceding paragraphs shall not apply to reduce any severance payment or benefit to the extent the Plan
Administrator datermines, following application of all applicable exemptions and exclusions, that the
reduction or offset would accelerate the taxation of any payment or benefit pursuant to Section 402A.

The Company's right to use your social security number for administration of
benefits

The Company retains the right to use your social security number for benefit administration purposes,

including tax reporting. State laws which restrict the use of social security numbers for benefit administration
purposes do not apply to ERISA-covered plans such as this Severance Program.

Plan amendment and fermination/reservation of rights
The Company has the absclute right in its discretion to amend, modify, suspend or terminale the Severance

Program, in whole or in part, at any time and with or without advance notice to particioants. Any amendment,
medification or termination of the Plan must be adopted in writing by the Plan Administrator.
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Except as expressly provided in a particular amendment to the Plan, any individual who does naot complete at
least one hour of active employment with the Company on or after the effective date of the amendment shalf
have his ar her benefits, if any, determined anly in accordance with the provisions of the Plan as in effect
before the effective date of the amendment.

Ifa change in control (as defined by the DexYP Savings Plan) of the Comparny occurs, the Plan may not be
amended or termirated during the one-year period follewing the change in control.

As a matter of prudent business planning, the Company Is continually reviewing and evaluating various
proposals for changes in its benefit programs, including severance and retirement benefits, Some of these
proposals, if finally approved and implemented, might be more advantageous or less advantageous than this
current Severance Program. Because of the need for confidentiality, such proposals are not evaluated
below high levels of senior management. Managers, supervisors and employees below such levels do not
know whether the Company will or will not adopt any future benefit changes and/or new benefit programs
and are not in a position to speculate about such changes or new programs. Unless and until the Company
formally anhounces such changes, no one is authorized to give assurances that such changes will or will not

Qccur,

If you separate from service and recelve severance benefits under this Plan or any other Company plan, you
acknowledge and understand that the Company and/or affiliates can adopt new or rhodified programs or
benefits in the future that may be more or less advantageous than this current Plan and other Company
benefit plans, depending on individual circumstances. You should not expact or assume that any new or
modified programs or benefits will be extended on a retroactive basis to anyone who separates from service
and receives benefits under this Plan or any other Company plan.
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Appendix A

If you are an eligible employee who is in the role of Natianal, Premise, or Market Expansion Sales Director or
a Career Level below Director on the date you recelve your Day One Notification, your severance payment
and Severance Benefit Period will be determined as provided in this Appendix A (provided you qualify for
separation benefits and complele all aclivities by the established deadlines).

Years of service

Your service with the Company is used in the severance payment and Severance Benefit Period
calculations below. Your full and partial year(s) of service for Plan purposes are based on your creditad
service through your last day of work as contained in the Company’s employment records (but excluding
service as an intern, temp, or other non-regular position). If you previcusly received a severance or
separation benefit (including an incentive pension benefit) under this Plan or any other plan or program,
service before your most recent hire/rehire date will not be counted in your credited service.

As used in the severance pay and Severance Benefit Period calculations:

s Afull year of service does not include a partial year of service.
s [f you also have a partial year of service, a prorated amount is used. The prorated amount is:
» One, if your partial year of service is at least one day, but not more than six months.

» Two, if your partial year of service is mare than six months.

Severance payment calcuiation

Subjsct to minimum and maximum severance payment amounts noted below, the lotal severance pay
amount you will receive is equal to your weekly compensation, times the sum of.

Two {2) TIMES Your full year(s) of service
PLUS
The prorated amount for a partial year of service

The minimum and maximum severance paymesnt amounts are determined on the date you receive your Diay
One Notification.

¢ The minimum severance payment is six (6) times your weekly compensation.

s The maximum severance payment is twenty-six {26} times your weekly compensation.

Your severance pay will be paid in installments in accordance with the payment provisions describad on page
5 of this 3PD under the caption Cash severance pay.

Weekly compensation
Your weekly compensation is determined as of the date you raceive your Day One Notification, as follows:
» If you are classified as a salaried non-sales employee in the Company’s records, your weekly

compensation is your annual base pay divided by 52.

+ If you are classified as a salaried sales employee in the Company’s records, your weekly
compensation is your annual base pay divided by 52.
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e [f you are an hourly employee, your weekly compensation is your final regular hourly base rate of
pay multiplied by 40.

s If you are a part-time employee, your weekly compensation is your final weekly compensation
muliiplied by your full-time equivalent fraction.

Severance Benefit Period
if you are re-employed during your Severance Benefit Period, cerlain special rules may apply as described
in the “Impact of re-employment” section of the Plan. Thease rules may result in a forfeiture of your severance
benefit. Subjact to the minimum and maximum Severance Benefit Period noted below, the number of
weeks in your Severance Benefit Period is equal to
Two (2) TIMES Your full year{s} of service
PLUS

The prorated amount for a partial year of service

The minimum and maximum Severance Benefit Periods are determined cn the date you receive your Day
One Notification.

» The minimum Severance Benefit Period is six (8) weeks.

e The maximum Severance Benefit Period is twenty-six (26) weeks.

Examples
Formula Example 1: Assume you have 10 Example 2: Assume you have 10
years and 3 months of service, and | years and 7 months of service, and
your weekly campensation is your weskly compensation is
$1,000 51,000,
Muitiplier 2 2
X ' X X
Fuli Year(s) of service 10=20 10=20
+ + +
Prorated amount 1 2
= Total =21 =22
Your severance payment 21 x $1,000 = $21,000 22 x $1,000 = $22,000
Severance Benefit Period 21 x 1 week = 21 weeks 22 x 1 week = 22 waeks

Taxes on your severance pay

Your severance pay is ordinary income for income tax purposes. The Company will withhold all applicable
taxes required by federal, state and local governmenis using supplemental tax rates.

Career services benefits

Career transition services are provided at no cost to you and Includes assistance with career transition
consuking. This benefit expires at the earliest of:
16




» The date of your re-employment or death;
= 12 months after the date of your separation from the Company; or

» One month from the date you first engage in using the career transition services.
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Appendix B

If you are an eligible employee who is a Career Level Director (including Telephone Sales Directars and
Directors-Digital Sales but not including National, Premise, or Market Expansion Sales Directors), Assistant
Vice President, Vice President, or Regional Vice President on the date you receive your Day One
Notification, your severance payment and Severance Benefit Period will be determined as provided in this
Appendix B (providad you qualify for separation benefits and complete all activities by the established
deadlines).

Years of service

Your service with the Company is used in the severance payment and Severance Benefit Peried
calculations below. Your full and partial year(s} of seivice for Plan purposas are based on your credited
service through your last day of work as contained in the Company’s employment records (but excluding
sarvice as an intern, temp, or other non-regular position). If you previously received a severance or
separation benefit (including an incentive pension benefit) under this Plan or any other plan or program,
service before your most recent hire/rehire date will not be counted in your credited service.

As used in the severance pay and Severance Benefit Period calculations:

s Afull year of service does not include a partial year of service.
e |f you also have a partial year of service, a prorated amount is used. The prorated amount is:
» One, if your partial year of service Is at least one day, but not more than six months.

» Two, if your partial year of service is more than six months.

Severance payment calculation

Subject to minimum and maximum severance paymant amounts noted below, the total severance pay
amount you will receive is egual to your weekly compensation, times the sum of:

Two (2) TIMES Your full year(s) of setvice
PLUS
The prorated amount for a partial year of service

The minimum and maximum severance payment amounts are determined on the date you receive your Day
One Notification.

o The minimum severance payment is thirteen (12) times your weekly compensation.
s The maximum severance payment is fifty-two (52) times your weekly compensation.

Your severance pay will be paid in installments in accordance with the payment provisions described on page
5 of this SPD under the caption Cash severance pay.

Weekly compensation

Your weekly compensation is determined as of the date you receive your Day One Notification, and is
equal to your final annual base pay divided by 52.
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Severance Benefit Period
If you are re-employed during your Severance Benefit Period, certain special rules may apply as described
in the “Impact of re-employment” section of the Plan. These rules may result in a forfeiture of your saverance
benefit. Subject to the minimum and maximum Severance Benefit Period noted below, the number of
weeks in your Severance Benefit Period is equal fo .
Two (2) TIMES Your full year(s) of service
PLUS

The prorated amount for a partial year of service

The minimum and maximum Severance Benefit Periods are determined on the date you receive your Day
One Notification. '

s The minimum Severance Benefit Period is thirteen {713) weeks.

» The maximum Severance Benefit Period is fifty-two (52) weeks.

Examples
Formula Example 1: Assume you have 15 years | Example 2: Assume you have 15 years
and 3 months of service, and your and 7 months of service, and your
weekly compensation is $3,000 weekly compensation is $3,000.
Multiplier 2 2
X X X
Full Year{s) of service 156 =30 15 =30
+ + +
Prorated amount 1 2
= Total =31 =32
Your severance payment 31 x $3,000 = $23,000 32 x $3,000 = $96,000
Severance Benefit Period 31 x 1 week = 31 weeks 32 x 1 week = 32 weeks

Taxes on your severance pay

Your severance pay is ordinary income for income tax purposes. The Cempany will withhold all applicable
taxes required by federal, state and local governiments using supplemental tax rates.

Career services benefits

Career transition services are provided at no cost to you and includes assistance with career transition
consulting. This benefit expires at the earliest of:

s The date of your re-employment or death;,

¢« 12 months after the date of your separation from the Company; or

e One month from the date you first engage in using the career transition services.
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