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I. GETTING TO KNOW FRITO-LAY

Welcome To Frito-Lay!

Frito-Lay employees are the most important paduwfsuccess as a company, and we are very
interested in the success of our employees.

The handbook is designed to provide important imfitfon about your job, answer some of your
guestions about your employment, and explain egedampany policies. It is not intended to be
all inclusive and Frito-Lay reserves the right ay éme to modify, revoke, suspend, terminate or
change any or all terms of this handbook, planBgips, or procedures, in whole or in part, with-
out having to consult or reach agreement with aayahany time with or without notice.

This handbook supersedes all prior policies andquores of Frito-Lay, whether oral or written,
and may only be amended by a written document ditwyethe Senior Vice-President of Human
Resources of Frito-Lay. Oral statements that argrary to this statement by any employee, rep-
resentative, or officer of Frito-Lay shall have fooce and effect. Finally, where the provisions
of the handbook conflict with specific written plailocuments, such as employee benefit plans,
the language of the specific plan document willvpaie

The basis of employment with Frito-Lay is employrmanwill. Therefore, both parties have the
absolute right to terminate the relationship at ame, with or without cause and notice. The
Employee Handbook is being provided to you for infational purposes only. While Frito-Lay
expects you to abide by the policies and proceddessribed in this handbook, the handbook is
not, and should not be implied or construed, tostitute a contract or contain contractual com-
mitments of any kind.

Please read this handbook carefully.Your understanding of its contents and your sugges-
tions for improvements will ensure good working reationships now and in the future. If
you have any questions, feel free to ask your Managor your Human Resource Represen-
tative. They are here to help you.

We hope that your association with Frito-Lay wil both rewarding and enjoyable. By working
together, we can keep Frito-Lay one of the finest most successful companies in the industry.

Frito-Lay employees are the most valuable assetsio€ompany. We are concerned about your
success as a new employee.

History -- Still in the Making

Frito-Lay-- today the world's leading snack foodsnpany-- began as a small one-man,
home-kitchen operation. Today Frito-Lay is the asiedged pacesetter with sales totaling over
$9 billion annually.

The history of the Company is a dynamic one and dj&e this. . .

Chapter 1: San Antonio, Texas, September 1932: the Depregsiars. EImer Doolin stopped in
a small cafe and discovered a corn chip made frasicizorn dough (masa), which had been used



as a bread for centuries by the people of Mexiensthg the product would have broad con-
sumer appeal, Mr. Doolin bought the recipe for ¢hERITOS brand corn chips, along with 19
retail accounts and the manufacturing equipmean -eld converted potato ricer! The total pur-
chase price was $100. He set up his first FRIT@®drcorn chips plant in his mother's kitchen,
producing about 10 pounds of corn chips an hodesSataled some $8 to $10 a day, earning
profits of around $2.

Within a year, he moved his headquarters to boomimtas and opened up manufacturing plants
in Dallas, Houston and Tulsa. By 1955, he had ahtgland 12 franchise operations throughout
the United States.

Chapter 2: Coincidentally, Herman Lay started a potato chipibess in Nashville the very year
(1932) that Doolin began his business. Herman lssguhis 1928 automobile as a delivery truck
to distribute potato chips he bought wholesale fesrtlanta firm. His distributorship included
northern Tennessee and southern Kentucky.

The Lay distributorship survived the Depression grelv in its aftermath. In 1936, Mr. Lay be-
gan to sell his own brand name popcorn. By 193¥ | "y distributorship was a healthy, thriving
business with 15 salesmen. On October 2, 1939 84rpurchased the Atlanta and Memphis
plants of the Barrett Company, as well as its "@ar" brand name. The Lay Company moved
its headquarters to Atlanta, and introduced a cetalyl new technique for potato chip manufac-
turing, the continuous production line. In 194% #rito Company gave H. W. Lay and Company
an exclusive franchise to manufacture and disteillRITOS brand corn chips in the Southeast.
This was the beginning of a close business affilimtwhich eventually led to a merger of the two
companies. Each company continued its strong ignoiath.

Chapter 3: In 1961, these two successful snack food compaliigsn fact, merge to become
Frito-Lay, Inc. A period of real growth began, satgew and more plants opened. New products
multiplied and the distribution network spread mtib every city in the country.

Chapter 4: In July of 1965, another major step was taken #s-Eay, Inc. merged with the
Pepsi-Cola Company, a leader in a closely reldagdd. fTogether, they become PepsiCo, Inc.
Today PepsiCo is the parent company of severaidivg, including Frito-Lay North America,
Frito-Lay International, Pepsi-Cola North Ameri€spsiCo Beverages International, Gatorade,
Tropicana, and Quaker Foods.

Epilogue: Frito-Lay's story has by no means come to an ehd.store-door delivery system is
our most significant competitive advantage. Howetlee marketplace is changing and so must
we! Every day we are looking for new ways to imprake distribution of our products through
alternative delivery methods with one goal in miSdnply stated, we must provide customers
the right product, through the most appropriatévdey channel to meet their needs, both today
and in the future.

These themes are as relevant today as they wehe iheginning. Now you are a part of this
growth company--and because of you and Frito-Lagts intensified growth program the Com-
pany will excel to new heights in the years ahead.

In 1956, Herman Lay composed his thoughts aboutGbmpany's basic philosophy. His
thoughts are as relevant today as they were in.1956



Our Values Statement

PepsiCo Values — Our Commitment — What we stand fothe core values we are committed
to support

Sustained Growthis fundamental to motivating and measuring our essc Our quest for sus-
tained growth stimulates innovation, places a valueesults, and helps us understand whether
actions today will contribute to our future. ltdbout growth of people and company perform-
ance. It prioritizes making a difference and gettihings done.

Empowered Peopleneans we have the freedom to act and think in wegtswe feel will get the
job done, while being consistent with the proce#isasensure proper governance and being
mindful of the rest of the company’s needs.

Responsibility and Trust form the foundation for healthy growth. It's ab@arning the confi-
dence that other people place in us as individaradsas a company. Our responsibility means we
take personal and corporate ownership for all weabe good stewards of the resources en-
trusted to us. We build trust between ourselvelsathers by walking the talk and being commit-
ted to succeeding together.

OUR GUIDING PRINCIPLES
How we carry out Our Commitment
We must always strive to:

Care for customers, consumers and the world we livia. We are driven by an intense, com-
petitive spirit in the marketplace, but we dirddstspirit toward solutions that achieve a win for
each of our constituents as well as a win for@sr success depends on a thorough understand-
ing of our customers, consumers and communitieging also means going the extra mile for
them. Essentially this is a spirit of growing mtlthan taking.

Sell only products we can be proud of The test of our standards is that we must be alpert-
sonally endorse our products without reservatiah@msume them ourselves. This principle
extends to every part of the business, from thet@ging of ingredients to the point when our
products reach the consumer’s hands.

Speak with truth and candor. We speak up, telling the whole picture, not jusatis conven-
ient to achieving individual goals. In additiontieing clear, honest and accurate, we take re-
sponsibility to ensure our communications are ustde.

Balance short term and long term. We make decisions that hold both short-term and-tenm
risks and benefits in balance over time. Withbig balance, we cannot achieve the goal of sus-
tainable growth.

Win with diversity and inclusion. We leverage a work environment that embraces peuitte
diverse traits and different ways of thinking. §heads to innovation, the ability to identify new
market opportunities, all of which helps developvrproducts and drives our ability to sustain
our commitments to growth through empowered people.



Respect others and succeed togethefhis company is built on individual excellence goedl-
sonal accountability, but no one can achieve oatgjoy acting alone. We need great people
who also have the capability of working togethemgtther in structured teams or informal
collaboration. Mutual success is absolutely depahdn treating everyone who touches the
business with respect, inside and outside the catipo. A spirit of fun, our respect for others
and the value we put on teamwork make us a compaogle enjoy being a part of, and this en-
ables us to deliver world-class performance.

PEPSICO VALUES
OUR COMMITMENT
7o adetiver SUSTAINED GROWTH
trrougsr EMPOWERED PEOPLE
FCLG WILH RESPDNS[B'L'TY aﬂdbuz/d/ﬁgTRUST

GUIDING PRINCIPLES

We must alwsys strive to

Care for customers, consumers and the world we live in
Sell only products we can be proud of
Speak with truth and candor
Balance short term and long term
Win with diversity and inclusion

Respect others and succeed together

[I. NATIONAL POLICIES

PepsiCo Code of Conduct

PepsiCo is a large and complex organization. Osinegses reach into nearly every corner of the
world. We operate in nearly every country and iergiime zone and we speak virtually every

language.

There’s only one way to hold together a companlgigand diverse — through trust, shared val-
ues, common goals and consistent standards of cbndu

That's why we have created a Values Statementtaa@bde of Conduct. These documents are
vitally important to PepsiCo. Together, they chafifhat we stand for and the rules we live by.
While they are not a substitute for individual resgibility and good judgment, they help guide
us in making decisions about how we work and whatlo.



Our Values Statement reflects our aspirations kit of company we want PepsiCo to be. Our
Code of Conduct provides the operating principthes help us live up to those values. Our Val-
ues Statement and Code of Conduct apply to evgrgi€e employee throughout the world.

They apply to every business transaction we maldld@every business acting on our behalf. In
situations not fully covered by these standards ptinciples on which they are based still apply.

PepsiCo is a great company. The values we livanolyour Code of Conduct help to keep it that
way. Ethics and integrity are the foundation of past success — and the keys for our future. So
please read the code carefully and make a commiitindine by it — every day.

PepsiCo’s Mission

Our mission is to be the world's premier consumedpcts company focused on convenient
foods and beverages. We seek to produce healthgdial rewards to investors as we provide
opportunities for growth and enrichment to our esgpks, our business partners and the commu-
nities in which we operate. And in everything we de strive to act with honestfgirness and
integrity.

Respect For Our Employees / Diversity

We believe our most important strength is our erygés. We seek to provide a work environ-
ment where all employees have the opportunity achrgheir full potential and contribute to Pep-
siCo's success.

We are committed to equal opportunity in all aspeétemployment for all employees and appli-
cants; to providing a workplace free from all forafgliscrimination, including sexual and other
forms of harassment; and to fostering a work emvirent where people feel comfortable and
respected, regardless of individual differencdenta or personal characteristics. Our objective is
for the diversity of our employees to match theedsity of the population wherever we operate
and for the performance of all employees to begadgirly and based on their contribution to
our results.

PepsiCo encourages an inclusive culture, whichlesath employees to do their best. This
means we:

» welcome and embrace the strengths of our diffeience

» provide equal access to opportunities and infolmnati

» treat each other with respect and dignity,

» foster an atmosphere of caring, open communicatiadscandor.

We respect the rights of individuals to achievefggsional and personal balance in their lives.
We place a great deal of emphasis on personalittegd believe long-term results are the best
measure of performance.

PepsiCo respects employee privacy and dignity dahdequire and retain only that employee
personal information that is required for operatidthe Company or required by law.

PepsiCo follows all employment laws and regulatiang respects lawful customs of the coun-
tries where we operate.



Customer, Suppliers and Competitors

We are committed to the continuation of free entsgpand the legal and regulatory frameworks
that support it. Therefore, we recognize the irtgpoze of laws that prohibit restraints of trade,
predatory economic activities and unfair or unethimsiness practices.

In all of its business dealings with suppliers,toosers and competitors, PepsiCo will:

» Compete vigorously and with integrity.

» Treat all customers and suppliers honestly, fairigl objectively.

» Avoid any unfair or deceptive practice and alwassspnt our services and products in an
honest and forthright manner.

* Never comment on a competitor's product withoubadjbasis or need for such statements.

» Make clear to all suppliers that we expect thermaimpete fairly and vigorously for our busi-
ness, and endorse the principles in our Code oflGainWe will select our suppliers strictly
on merit.

» Comply with all laws prohibiting agreements withhgoetitors to: fix prices or other sales
terms; divide or assign sales territories, custemeiproduct lines; or coordinate bids and
agreements with customers to fix their resale priCEhese types of agreements are generally
illegal in the United States and many other maritsre we conduct business.

Qutside Consultants

Where the Company (PepsiCo, its company-contrgdlied ventures, and subsidiaries) hires out-
side consultants or agents to assist it, the ctargubr agent, and its employees, will be provided
with copies of this Code and informed that they il expected to comply with its provisions
with respect to their work for the Company.

Global Relations

PepsiCo firmly believes that international commesitengthens stability and peace by fostering
economic growth, opportunity and mutual understagdAs a global enterprise, we recognize
our responsibility to act in concert with the |légiate interests of the countries in which we do
business. We obey all laws and regulations andeots$pe lawful customs of host countries. Our
objective is to be a good corporate citizen wherexeoperate.

Business Gifts and Payments

Our business decisions are made on merit. Thexefa will never give or offer, directly or in-
directly, anything of value to a government offld@influence any discretionary decision by
such official in his or her official capacity. Ging gifts or entertainment to governmental offi-
cials and employees is highly regulated and oftehipited. Such gifts and entertainment should
not be provided unless you have determined thatahe permitted by law and your business
unit's policies.

In circumstances where it would not create an ajppea of impropriety, employees may provide
existing or potential customers with reasonabler@inment or gifts. However, the gifts must be
permitted by local law, the customer’s own policaesl your business unit’s policies.
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Employees may not accept a gift, favor, loan, sesgrvice, payment or special treatment of any
kind from any individual or organization which caruds or seeks to conduct business with the
Company, or which competes with the Company, unless

» It would be consistent with good business practices

* It could not be considered a business inducement;

» Itis of nominal value as set forth in your Divisis policy;

» Public disclosure of the transaction would not emdss PepsiCo.

All business-related gifts, which exceed your Divigs definition of nominal value, should be
reported to your immediate supervisor as soone@gsdle received.

Health and Safety

PepsiCo is committed to providing safe and healthgk environments at its facilities for all its
employees, clients, visitors, contractors and vendois our policy to provide employees with a
drug-free workplace. In order to create an envirenttiree from threats, violence and intimida-
tion, PepsiCo is committed to a policy of zero tafee for violence.

We are dedicated to designing, constructing, miimig and operating facilities that protect our
people and physical resources. It is our policgamply with all applicable health and safety

laws and regulations, provide and require the Giselequate protective equipment and measures,
and insist that all work be done in a safe andaesible manner. It is the responsibility of each
employee to follow all company policies and proaeduelated to workplace health and safety.

Environment

PepsiCo is committed to being an environmentalbpoasible corporate citizen. We are commit-
ted to minimizing the impact of our businesseshmanvironment with methods that are socially
responsible, scientifically based and economicatiynd. We encourage conservation, recycling
and energy use programs that promote clean aiwatet and reduce landfill wastes.

Political and Community Activities and Contributions

PepsiCo believes in contributing to society ancoenages employees to participate in commu-
nity activities.

We will continue to communicate information andrépns on issues of public concern that may
affect PepsiCo. Decisions by our employees wheathaot to contribute time, money or re-
sources of their own to any political or commurattivity are entirely personal and voluntary.

We will obey all laws in promoting the Company’ssfiton to government authorities and in
making political contributions. Contributions betCompany to political candidates may be
prohibited or regulated. Any such contributionuiees the approval of PepsiCo’s Vice President
of Government Affairs.

Conflicts of Interest
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PepsiCo’s conflicts of interest policy is straidbtward: Don't compete with PepsiCo businesses,
and never let your business dealings on behalfipbé our businesses be influenced, or appear
to be influenced, by personal or family interests.

All actual or apparent conflicts of interest betwgersonal and professional relationships must
be handled honestly and ethically. Examples oflims that must be disclosed and resolved in-
clude:

» Having a family interest in a transaction with tbempany. A family interest would include
any interests of your spouse, parent, child, siptindomestic partner.

» Having more than a nominal individual or familyergst in a competitor, supplier or cus-
tomer of the Company (for example, ownership ofertbian 1% of a supplier's equity secu-
rities).

» Having a significant individual or family interestan organization that does, or seeks to do,
business with the Company.

» Acquiring an individual or family interest in praofge (such as real estate, patent rights, secu-
rities or other properties) or a business wherehglieve the Company has, or might have,
an interest.

» Having outside business interests or activities @fffact job performance because of the sig-
nificant amount of time and attention diverted frgaur responsibilities as a Company em-
ployee.

Insider Trading and Proprietary Information

PepsiCo obeys all laws designed to protect thesting public with respect to the use and disclo-
sure of material information.

Information is considered material if a reasonatestor would consider it important to his or
her decision to buy, sell or hold PepsiCo stockariples would be a significant upward or
downward revision of earnings forecasts, a sigaiftaivision restructuring, a major manage-
ment change or a significant acquisition or divastj a significant upcoming product launch or
product innovation.

Employees should not affect any transaction irst®urities of PepsiCo or another company in-
volved with PepsiCo while they have material norigubformation about that company.

Employees should not disclose any confidentialrméation regarding the Company to anyone
outside PepsiCo, including their spouse, parehikjren, siblings or domestic partner, except
where disclosure is needed to enable PepsiCo ity @aiits business, and there is no reason to
believe — because of an agreement or otherwisat-té disclosure might cause any economic
loss or substantial embarrassment to the Compaity customers, bottlers, distributors or sup-
pliers. Examples of such confidential informatinalude: nonpublic information about the
Company’s customers, suppliers, distributors ardrgi@l acquisitions; its business operations
and structure; its formulas and pricing; its preieg, machines and inventions; its research and
know-how; its upcoming new products and other imtimns, and its plans and strategies.

Within PepsiCo, employees should only discuss seldse material nonpublic information in the
ordinary course of business and when they haveason to believe that the information will be
misused or improperly disclosed by the recipient.
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Accounting and Record Keeping

We will continue to observe the most stringent déads in the keeping of our financial records
and accounts. Our books must reflect all companefitransactions, as well as our own standard
of insisting upon an honest and forthright pres@nteof the facts.

We will ensure that the disclosures we make inntspend documents that we submit to the Se-
curities and Exchange Commission and in other pd@immunications are full, fair, accurate,
timely and understandable.

It is the responsibility of each employee to uphblelse standards. Appropriate records must be
kept of all transactions and retained based omapipticable data retention schedules. Employees
are expected to cooperate fully with our intermad axternal auditors. Information must not be
falsified or concealed under any circumstance,aandmployee whose activities cause false fi-
nancial reporting will be subject to disciplinarstian, including discharge.

Protection and Proper Use of Company Assets

PepsiCo’s technological resources, including commsutvoicemail, e-mail and Internet access,
are to be used for proper purposes in a mannerstenswith the Code and all other Company
policies, including those related to discriminatibarassment and intellectual property. As with
all PepsiCo assets, these resources are to bdandmgsiness purposes.

It is generally not PepsiCao’s intent to monitorelmtet access or messages on the voicemail and e-
mail systems. However, the Company reserves the tagdo so in appropriate circumstances.

If you have access to PepsiCo information systems are responsible for taking precautions
necessary to prohibit unauthorized access to ttersy You should safeguard your passwords or
other means of entry.

Employees must not reproduce software assets édeisPepsiCo, use illegally obtained soft-
ware, or distribute the original software mediainpauthorized copies of software which the
Company does not own or license.

Reporting Code of Conduct and other Ethics Issues

PepsiCo expects its employees, contractors, sutacots, agents and their employees to
promptly report on a confidentiahd/oranonymous basiany conduct or situation that she/he
believes conflicts with this Code or violates adipstate or federal law to their immediate super-
visor, PepsiCo’s General Counsel or General Auditothrough the PepsiCo Speak Up hotline at

1-866-729-4888 (from the U.S., Canada, Puerto Riemd U.S. Virgin Islands)

PepsiCo is committed to reviewing any such repoet prompt manner and taking remedial ac-
tion when appropriate, and every affected emplayeequired to fully cooperate with any in-
quiry that results from any reported conduct aration.

PepsiCo is also committed to protecting the rigiithhose individuals who report these issues to
PepsiCo. Any PepsiCo officer or employee who isifbto have engaged in retaliation against
any employee who has exercised his/her rights uthéeCode or under applicable laws will be
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subject to appropriate remedial action. In addjtthnse individuals who violate applicable law
may also be subject to civil and criminal penaltiegrther, any contractor, subcontractor or agent
who is found to have engaged in retaliation againgtPepsiCo employee will be subject to ap-
propriate action.

Responsibility for Compliance

All of our employees are responsible for ensurhmg bur standards of conduct are followed.

Each employee has a responsibility to understaddcamply with this Code. Additionally, em-
ployees must seek guidance when a situation isleat, and report all known or suspected viola-
tions of the Code to their manager, to PepsiCotse@@ Counsel or General Auditor, or through
the Speak Up hotline.

Division management distributes this Code annuallgll PepsiCo employees throughout the
world, and oversees the annual certification predesits officers and key employees. Managers
are responsible for communicating the standardsaasidting their employees in understanding
the Code.

Management will investigate and resolve any issepsrted in relation to this Code. Code viola-
tions and their resolutions are communicated aneéfoorted to the General Auditor per estab-
lished communication and reporting guidelines.

This Code can not provide definitive answers tajatstions. For that, we must rely on each per-
son's judgment and integrity. You are encouragesték guidance where a situation may not be

clear. The PepsiCo Law Department and the Generditdr will respond to questions and issues

of interpretation about this Code.

Waiivers of this Code will be reviewed by the Geh@uaditor and General Counsel, and in cer-
tain circumstances by the Board of Directors, dmdquired, will be appropriately disclosed.

Equal Employment Opportunity

Statement of Policy

Frito-Lay, Inc. is dedicated to the achievemengauiality of opportunity for all of its associates
and applicants for employment. This broadly intete@d policy not only prohibits discrimination
on the basis of race, color, religion, sex, seruigntation, gender identity, age, national origin,
disability, veteran status or any protected catggader state, local or federal law, but also en-
sures that qualified individuals will be given thigportunity to join Frito-Lay, Inc. and progress
within the Company in accordance with their owriies. In this connection, the policy re-
quires at least the following:

1. Recruit, hire, train and promote persons in dilgtassifications, without regard to
race, color, religion, sex, sexual orientation,dg@ridentity, age, national origin, dis-
ability, veteran status or any protected categodeun state, local or federal law.

2. Base decisions on employment and promotions so fasther the principles of equal
employment opportunity.
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3. Ensure that promotion decisions are in accordaittethe principle of equal oppor-
tunity by imposing only job-related requirements foomotional opportunities.

4. Ensure that all personnel programs such as beneéitsing, tuition assistance, and
social and recreational programs will be adminesierithout regard to race, color,
religion, sex, sexual orientation, gender identiye, national origin, disability, or
veteran status or any protected category undes, $tafal or federal law.

Responsibility for ensuring compliance and contehireplementation of the policy for your fa-
cility is assigned to your local Human Resource dgar. An applicant or an associate with a
disability requiring a reasonable accommodatiorukhoontact their local Human Resource
Manager.

Employees of the Company as well as applicantpratected from retaliation for filing a com-
plaint or assisting in the investigation of a coaipil under this policy. Any questions or com-
plaints concerning this policy should be forwartiethe employee’s supervisor, Human Re-
sources Manager, the Headquarters EEO/Employmamtse or the Speak Up line at 1-866-
729-4888.

It is the Company's strong desire that this EquapByment Opportunity policy be carried out in
fact as well as in spirit Frito-Lay wants to do everything possible toyide applicants and asso-
ciates the maximum opportunity to capitalize orirthbilities.

Employment of Relatives

It is essential that the selection, assignment,aamilaisal of every Employee be as objective as
possible. Where family relatives are involveds itlifficult to be objective, and moreover, almost
impossible to appear objective even under the oesitable situations.

Therefore, there will be no new employment oftieds or transfer of anyone to any assignment
directly supervised by a relative, nor will tworapre relatives be assigned to the same depart-
ment on the same shift.

Consideration will be given to the reassignmeriEmiployees in accordance with the forgoing
standards. For the purpose of this policy, immedielatives are defined as: spouse, son, daugh-
ter, sister, mother, father, grandparent, grandchll in-law relationships such as mother-in-law,
son-in-law, etc. and all step relationships suchkteg-son, step-mother, etc.

The only exception to this policy will be for empl®’s grand fathered in prior to January 2003
and temporary (ex Summer and holiday periods) eynpdmt of sons, daughters, grandchildren
whose relative is a full-time employee of the Odarkrito-Lay site. These
sons/daughters/grandchildren will ONLY be eligifide temporary employment if:

» They successfully complete the F-L Select Il Preces
e They are 18 years of age or older
» They are a full-time student.
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» For summer employment they must have been a stirdére academic period imme-
diately proceeding the summer, and are registeratténd school full-time in the
academic period immediately following the summer.

» The temporary assignment does not exceed 120 caldagls.

If through transfer or marriage, a relative will fdlaced in a direct or indirect reporting relation-
ship, or in a position of handling sensitive persardata involving the relative, the relatives peer
group, or working in the same department, it shallnderstood that within a period of four (4)
weeks from the date of action effecting the change, of the individuals will transfer into an-
other department if a job is available, or leave@ompany. The availability of a position into
which an Employee may transfer will depend on theds and requirements of the Company, and
the qualifications of the Employee seeking transfer

Employees are responsible for notifying the HumaadRirces Manager if relatives of Employees
are under consideration for employment or whenEmployees are contemplating marriage in
order that appropriate placements plans may be ledechin advance.

Anti-Harassment Policy

Frito-Lay, Inc. has a zero-tolerance policy towaatty type of harassment based on race, color,
religion, sex, sexual orientation, gender identitge, national origin, disability or veteran status
or any protected category under state, local cgriddaw. This includes unlawful harassment by
other employees and third persons you encountgotin work, including customers, visitors or
vendors of Frito-Lay. Although most types of coadthat constitute harassment are straightfor-
ward, the Company has provided additional infororatio define harassing conduct to ensure
that all associates understand the ground rules.

Sexual Harassment

According to Frito-Lay policy, sexual harassmentig/ verbal, visual or physical conduct of a
sexual nature that is unwanted and that a reassmadsson, on account of his or her gender,
would find offensive.

Both federal law and the laws of most states pibk#xual harassment, and there are legal defi-
nitions of what sexually harassing conduct is ict fa violation of those laws. While Frito-Lay
will in all respects abide by and enforce thoseslathve Frito-Lay policy on sexual harassment is
intended to be, and will be enforced as being, ewere restrictive in preventing harassing con-
duct in the workplace than what the federal, statlocal laws would require.

Sexual harassment can occur in many different forihgan be physical, verbal, visual or in a
written form. Examples of sexual harassment ineliodt are not limited to: unnecessary and un-
welcome touching; unwelcome sexual flirtation; direr subtle pressure for sexual activity; co-
ercion to date or unwelcome demands for dates; lasowe or offensive sexual jokes, innuendo,
lewd language or obscenities; explicit or degradiemgarks about another person or his/her ap-
pearance or body; sexually suggestive e-mails.emmstyraffiti, calendars or other sexually sug-
gestive pictures or objects displayed in the wddce; demands for sexual favors accompanied
by implied or overt threats concerning pay or othgpects of employment; the taking of or the
refusal to take any personnel action based on grogee's submission to or refusal to submit to
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sexual overtures or behavior. Frito-Lay absolutgighibits employees from using Company
computers to process inappropriate, non-work relataterials from the Internet.
Additionally, no employee should ever imply, evenjest, that a person's "cooperation" in such
matters will have any effect on the person's emplayt, assignment, compensation, advance-

ment, career development or any other conditioengbloyment.

Unprofessional Behavior

The Company does not tolerate unprofessional behasiich as inappropriate horseplay, practi-
cal jokes, or use of offensive language. Whils thehavior may or may not constitute harass-
ment, it nevertheless may be offensive to co-warkenstomers, or vendors, and is inconsistent
with the Company’s Values and/or standards of gsiéamal conduct.

Zero Tolerance for Retaliation

Company policy also forbids any retaliatory actiaken against an individual who, in good faith,
reports a perceived violation of this policy. Riation is also prohibited against individuals who
are not themselves complainants, but who partieiatan investigation. Individuals who feel
they are being or have been retaliated againstighmmediately report this to their manager or
Human Resources Manager, or call the Speak Updtiie866-729-4888.

Reporting Procedure

If you are being subjected to conduct that youdweliviolates the Anti-Harassment policy, you
should:

Step 1: Tell or notify the offending person that such cocids not welcome and to stop.

Step 2: In addition to Step 1, immediately report the d®rit or your complaints to your
supervisor. However, if you believe it would beppropriate to discuss the matter
with your supervisor or you are uncomfortable désing the matter with your su-
pervisor, report the matter to your Function's HarR&source Manager.

You may also contact the Frito-Lay Speak Up Line (B66-729-4888)

Even if you are uncomfortable or are unwilling aildw Step 1, you should immediately report
the incident or your complaints as discussed ip 3te

Step 3: If additional incidents occur, you should immedIlgtreport them to the above in-
dividuals.

Any reported incident will be investigated by then@pany. Complaints and actions taken to re-
solve complaints of harassment will be handledaidentially as possible. Retaliation against
an employee who makes a claim of harassment ishytexh

Violation of this harassment policy, including fd&tion against a person who brings a claim pur-
suant to this policy, may result in discipline wpand including termination on the first offense.
Further, any manager/supervisor who receives a l@mpf harassment or discrimination and
fails to notify Human Resources will also be subgecdisciplinary action, up to and including

termination of employment.
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The Company reserves the right, in its discretioramend, modify or discontinue this policy at
any time

Americans with Disabilities Act (ADA)

Frito-Lay is committed to equal opportunity emplagmbh and prohibits discrimination on the basis of a
disability. In accordance with state and fedesl,|Frito-Lay will make reasonable accommodatigrgru
request, to the known physical or mental limitasia@fi an otherwise qualified individual with a dide.

For more information regarding Frito-Lay’s ADA Pofi contact your Human Resources Department.

HIV / AIDS Policy

Frito-Lay recognizes that HIV/AIDS is a uniquely challenging global health issue and it has
developed a policy that can be applied across a @ifse array of markets. The fundamental
principles of this policy are:

1. Non-discrimination: Frito-Lay is committed to equal opportunity in aflpects of
employment for all employees and applicants. WEenet require pre-employment
testing for HIV/AIDS. Qualifications and job perfoance are the primary basis of
our employment decisions. We seek to provide &place free of discrimination
and to foster a work environment where all peoptd Eomfortable and respected.
Frito-Lay will apply the same principles in provigj reasonable accommodation for
employees affected by HIV/AIDS as we do for empksyaffected by other serious
illnesses and disabilities.

2. Confidentiality: Frito-Lay will hold an individual’s status cadéntial. We will
not access or reveal HIV test results or sharemmdtion about an employee’s
HIV/AIDS status without that person’s consent.

3. Education and Prevention Factual information will be provided to emplogege
reduce the stigma of HIV/AIDS, encourage safe biimand improve understanding
of treatment. The scope and nature of educatidrbahavior change initiatives and
other prevention efforts will be based on local FADS prevalence, incidence rate
and latest trends.

4. Care and Treatment Frito-Lay will review benefit plans regularly tdentify op-
portunities for improvements and to ensure thatweemoving closer to our goal of
ensuring that all employees and their families haseess to affordable treatment for
HIV/AIDS. We will seek ways to increase the avhildy of affordable treatment to
our work force.
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Drug and Alcohol Policy

Purpose
Frito-Lay is committed to protecting the safetyalite, and well-being of its Associates and all

people who come in contact with its workplace(s) property, and/or use its products. Recog-
nizing that drug and alcohol abuse pose a diregtisagnificant threat to this goal, Frito-Lay has
established the following National Drug & Alcohabliey.

Definitions

A. "Applicant" - an individual who has applied for a position wittité-Lay.

B. "Alcohol" - the intoxicating agent ethyl alcohol presenéicoholic beverages.

C. "Associates - all Frito-Lay employees; full-time, part-timbourly, salaried, and temporary.

D. "Collection Site' - a facility designated by Frito-Lay where Apglits/Associates present

themselves for the purpose of providing a speciorespecimens to be analyzed for the pres-

ence of Unlawfully Used Drugs and/or Alcohol.

"Unlawfully Used Drugs' - drugs which are: (a) not legally obtainablée); lémally obtainable

but have not been legally obtained; or (c) presctitirugs not being used in the manner pre-

scribed. The drug screen required by Frito-Lay tedit for amphetamines/ methampheta-
mines, barbiturates, cocaine, opiates, PCP, masjuand ecstasy.

F. "Legal Drugs' - prescribed drugs and over-the-counter drugslwvhave been legally ob-
tained, and are being used in the manner, antidéopuirpose for which they were prescribed.

G. "Medical Review Officer': ("MRO™") - a licensed physician responsible for receivasj t
results generated by Frito-Lay’s substance abtimgeprogram, and who has the appropri-
ate medical training and knowledge about DrugsAdndhol to interpret and evaluate an
Applicant or Associate’s confirmed positive testuk together with their medical history and
other relevant biomedical information.

H. "Periodic Post Substance Abuse Treatmeht An Associate who self-identifies as having a
problem_befordeing required by a manager or Human Resourcesseqative to take a
drug or alcohol test, and who successfully complateeatment program will be permitted to
return to work. After successfully completing eaiment program, the Associate must agree
in writing to submit to unannounced testing foresipd of two years, from the return to work
date. An Associate who tests positive after cotimglea treatment program will be termi-
nated.

I. "Post Accident - Frito-Lay shall test each Associate involvediimork-related accident re-
quiring medical treatment by a licensed health paogider (not to include ordinary ilinesses
or chronic conditions), fatality, property damageskcess of approximately one hundred dol-
lars ($100.00); or who receives a citation for avimg violation while performing work for
Frito-Lay and one or more vehicles are towed. stances where an Associate has improp-
erly delayed in reporting an accident or propeggnedge, the test must be completed as soon
as practical after notification is made to managemd@dditionally, disciplinary action will
be taken against the Associate for failing to repwoe incident in a timely manner.

J. "Reasonable Suspicich- evidence suggests that an Associate has vibtate Policy as it
relates to Unlawfully Used Drugs or Alcohol. Exaempinclude, but are not limited to, red
eyes, dilated pupils, slurred speech, unexplaiaekl bf coordination, personality changes or
disorientation, odors of alcohol and/or residualrgokculiar to some chemical or Unlawfully
Used Drugs, excessive absenteeism, erratic behaviamsafe act, observance of drugs or
drug paraphernalia in Associate’s work area ordocgositive results from an Alcohol
screening device, comments made by an Associagedieg his/her recent use of drugs or
alcohol, recent arrest or conviction of an Assacfat violation of a drug or alcohol statute.

m
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K. "Refusal to Test - failure to consent to testing, failure to prdeiadequate breath, urine or
hair for testing without a valid medical reasong/an engaging in any conduct that obstructs
the testing process.

Scope

The terms and conditions of this policy apply etyuta all Applicants, Associates, and independ-
ent contract workers. For those Associates whaagect to United States Department of
Transportation (DOT) Federal Highway Administratiohes and regulations, if any portion of
this Policy conflicts with DOT rules and regulatipthe DOT rules and regulations shall govern,
and the conflicting portion of the policy will bexgered, but the remainder of the policy will re-
main in effect. Additionally, to the extent anyrfion of the policy conflicts with a particular
state law, the state law shall govern, and thelictinfy portion of the policy will be severed, but
the remainder of the policy will remain in effect.

Applicants/Associates may be tested for Unlawfllsed Drugs, and/or Alcohol under the fol-
lowing circumstances:

e Pre-Employment

» Reasonable Suspicion

e Post-Accident (Not lliness)

» Periodic Post-Substance Abuse Treatment

Frito-Lay Applicants, Associates and independentramt workers may be asked to submit a
urine, saliva, breath, blood or hair sample to $®duin conducting a test for Unlawfully Used
Drugs or Alcohol. Applicants/Associates’ acceptan€these testing procedures, when re-
guested by the Company, is a mandatory conditiemgfloyment.

Testing procedures Frito-Lay employs will protedividual privacy to the extent possible, en-
sure accountability and integrity of specimensunexiconfirmation of all positive screening tests,
utilize laboratories which meet federal guidelin@syvide confidentiality for test results and en-
sure non-discriminatory testing methods. Howewenfirmed positive test results will be pro-
vided to Frito-Lay management so appropriate dis@py action can be taken.

Prohibited Conduct

A. Unlawfully Used Drugs: The use, manufacture, sale, purchase, possesesidistribution,
of any Unlawfully Used Drug, by an Applicant/Assaig while on Frito-Lay premises (re-
gardless of whether the Associate is performingkvaosmot), completing the hiring process,
engaging in Frito-Lay business off premises, orafeg Frito-Lay vehicles/equipment is
prohibited. Unlawful drug use that results in aifiee test result in any test conducted pur-
suant to Section 3 of this Policy will constituteialation of the Policy.

B. Alcohol: The consumption of Alcohol or being "under theuefhce" of Alcohol while on
Frito-Lay premises (regardless of whether the Aisgeds performing work or not), complet-
ing the hiring process, engaging in Frito-Lay besmoff premises, or operating Frito-Lay
vehicles/equipment is prohibited. An Applicant/Asisde will be deemed "under the influ-
ence"”, and consequently in violation of this Pqli€\a test result confirms a Breath Alcohol
Concentration equivalent to a Blood Alcohol Concatihn of .04% or greater.
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In limited circumstances management may pre-appAssociates’ consumption of Alcohol at
business functions. In these limited circumstanéaspciates are still prohibited from perform-
ing work on Frito-Lay premises, engaging in FritayLbusiness, or operating Frito-Lay vehi-
cles/equipment while "under the influence of AlclBho

Consequences of Prohibited Conduct

Any Associate who engages in prohibited conductiedimed in section 4(A) and 4(B) of this
Policy, is subject to discharge.

An Associate cannot avoid termination by self-idfgittg as having a substance abuse problem
after the Company has determined that a drug ohaldest is required based on the provisions
of this Policy.

Refusal to Test

Refusal to Test will be equivalent to a confirmedsitive" result for purposes of this Policy, and
shall result in termination of employment.

Use of Adulterants

Attempts to defeat the testing process, inclugdipecimen tampering, intentional dilution of a
sample, and/or substitution of a sample shall tésuérmination of employment.

Associate Reporting Requirements

Associates using any type of medication capabbdfetting safety or performance must notify
their manager or a Human Resources representatowet@ starting work so that management
may make work assignments, if available, consistétht safety limits associated with the medi-
cation. Associates should provide documentatiomftiwe physician prescribing the medication
or pharmacist, which explains any side affects thay affect their ability to work. Information
regarding an Associate’s medication will be keptfiential.

Associates are required to report the followingheir manager within 24 hours: (1) any arrest or
conviction for violation of a criminal controlledisstance or alcohol statute arising from activity
while at work or, (2) any positive Unlawfully Us&dug or Alcohol test result, or arrest for such
conduct, resulting in the loss or a suspensioitehke required for work. Failure to report such
incidences shall result in termination of employmefissociates covered by the Fleet Safety and
Standards Policy and the Frito-Lay, Inc.’s Poliog &rocedures for Department of Transporta-
tion Controlled Substance and Alcohol Testing de eequired to comply with all reporting re-
guirements outlined in these policies.

Medical Review Procedure

A. All drug test results are sent from the laboratorthe Medical Review Officer (MRO). The
MRO reviews documentation to confirm that the speris received proper handling and
disposition.

B. If a drug test is confirmed positive by the laliorg, the MRO will contact the Applicant,
Associate, or independent contract worker to ddtesrifi there is a medical reason for the
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positive result. If a legitimate medical reason ba established, the result is reported to the
Frito-Lay contact person as negative. Otherwiserésult will be reported to the contact
person as positive.

C. If after repeated attempts, the MRO is unableetxh the Applicant, Associate, or independ-
ent contract worker to inform that individual oktpositive result, the Company will treat the
result as a verified positive test.

D. Re-test procedures are generally limited to artiadd! confirmation test of the existing
specimen at the Applicant/Associate’s expense Applicant/Associate does not have the
option of submitting a new specimen as part ofréaeesting option. If the Appli-
cant/Associate requests a retest, that individuedt send a written request and cashier’s
check or money order to the program administrat@ubsidize the cost of the retest.

Alcohol Testing

Whenever possible, Frito-Lay will use an EvidenBatath Testing Instrument (EBT) to perform
alcohol testing. An individual who is certified aperate the EBT will administer the test. If a
breath test cannot be administered, then a blesidvi# be used to determine the Associate’s
Blood Alcohol Concentration.

Self Referral and Rehabilitation

Frito-Lay wants to ensure that Associates who apeddent upon Unlawfully Used Drugs or
Alcohol will not have their employment or promot@ropportunities jeopardized by a request for
help. An Associate may voluntarily report a peed@ubstance abuse problem in a confidential
manner through the Employee Assistance Program YEAB00-223-7486).

The Associate must take responsibility for seekiagtment by contacting the EAP. This assis-
tance must be sougheforethe Company has determined that a drug/alcohbistesquired pur-
suant to the Policy. Associates whom voluntaril§-i&kentify, before being required to submit to

a test, will receive one opportunity to succesgfatimplete a substance abuse treatment program,
and will be allowed to return to work only if thagree to a program of unannounced testing for a
period of two years. If an Associate tests positiny time after returning to work from rehabili-
tation, the Associate will be terminated.

Searches

In order to protect the safety of the workplace &nednforce this policy, Frito-Lay reserves the
right to inspect all Company property, as well ag Associate’s personal property, if located on
Frito-Lay property. Company property includes, isutot limited to, property utilized by Frito-
Lay, whether owned or leased, including real estagbicles, equipment, and buildings. Failure
to cooperate with a manager’s request to inspeatgany or personal property is grounds for
immediate termination of employment
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Workplace Violence Policy

It is the intent of Frito-Lay, Inc. (“Frito-Lay”)a provide a safe workplace for all of its employ-
ees, customers, visitors, contractors and vendarsrder for all of us to work in an environment
free from threats, violence and intimidation, Fiifay is committed to “zero tolerance for vio-
lence.”

Any employee who believes that he or she, or Rrég- has been subjected to, or threatened
with, a violent act by another individual, or haisn@ssed a violent situation, should immediately
report such instance to his/her manager, the HiResources Manager, or call the Speak-Up line
at 1-866-729-4888.

Following the report of an incident, an appropriateestigation will be conducted in a prompt
manner. Where the investigation confirms thatadation of the Policy has taken place, immedi-
ate and appropriate corrective action will be tak8pecifically, employees who are found by
Frito-Lay to have engaged in violent or threaterbedavior will be disciplined or terminated
from employment and may be subject to personailitiabhould any legal action be brought
against them and/or against Frito-Lay. There bélino retaliation against employees for report-
ing, in good faith, violence, or the threat of @nte, in the workplace or assisting Frito-Lay in
the investigation of a related complaint.

Frito-Lay recognizes that the issue of whethereriok in the workplace has occurred requires a
factual determination based on the evidence, if &mjto-Lay also recognizes that false accusa-
tions of violence or threats of violence can hamgosis effects. We trust that all employees will

continue to act in a responsible and professioraimar to establish a pleasant working environ-
ment with zero tolerance for violence.

E-Mail Policy

As a Frito-Lay employee, you may have access taandsion to use the company’s Electronic
mail ("e-mail") system and/or internet access. dtympany recognizes that E-mail is a valuable
tool for messaging, obtaining and sending infororatand doing business. However, unless used
properly, e-mail can be a source of security agdllgability problems for PepsiCo and the indi-
viduals using it. PepsiCo has established thisdwide e-mail Policy to protect PepsiCo’s assets
and to diminish potential liability. This Policy msiube followed by all users of the PepsiCo e-
mail system and individuals granted access to #psiZo e-mail system.

BY USING PEPSICO'S E-MAIL SYSTEM, YOU SIGNIFY YOURGREEMENT TO COM-
PLY WITH THIS POLICY.

The following is a summary of the policy:

Ownership, Monitoring and Discovery of E-Malil

Please be advised that PepsiCo owns all e-mailagessmay monitor your messages at any
time, and may be obligated to disclose your e-magsages to the public because of litigation.

Prohibited E-Mail Use
PepsiCo’s e-mail system is to be used primarilyHepsiCo business. Certain types of commu-
nications including sending discriminatory or harag messages, chain letters, or confidential
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information are strictly prohibited. If you receia prohibited e-mail or have knowledge of any
violation of this policy you should report the ident within 24 hours to your Human Resources
Manager.

Internet Policy

During your employment with Frito-Lay, you may hatre opportunity to access the Internet

through PepsiCo computer systems. If not used psgg@wever, the internet can be a source of
security problems and legal liability for PepsiGuahe individuals using its computer systems.
This Policy has been designed to help all indivislizgecessing the Internet through the PepsiCo
computer systems understand PepsiCo’s expectdiorthe appropriate use of the Internet, to

protect PepsiCo’s assets and to diminish poteldiaility.

This Policy must be followed by all users of thepfil€0 computer systems worldwide, regardless
of whether such access is via Company-providecemsgmnal computer equipment.

BY ACCESSING THE INTERNET THROUGH PEPSICO’'S COMPUTE SYSTEMS, YOU
SIGNIFY YOUR AGREEMENT TO COMPLY WITH THIS POLICY.

The following is a summary of the policy:
Use of Internet

All users are expected to use the Internet primdoil business-related reasons (e.g., to commu-
nicate with customers and suppliers, to resealelvapt topics and obtain useful and appropriate
business information). Users are prohibited frameasing, transmitting, downloading, printing,
archiving, storing, or distributing any site, graphimage, document, text, etc. from the internet
that may be construed as harassing, discriminatingjsparaging of others based on their race,
national origin, color, sex, sexual orientatione adisability, veteran status, religious or potitic
beliefs. Users are advised that a wide varietynaferials may be construed as harassing, dis-
criminating or disparaging. In addition, the Intermust not be used to access, transmit, down-
load, print, archive, store or distribute matetftat is: illegal or fraudulent; slanderous, libedou
and/or defamatory; offensive and/or obscene; abusid/or threatening of violence; incitement
to break the law; or anonymous or repeated messhagigned to annoy, abuse or torment. Any
user who encounters or receives inappropriate rabhtdrould immediately report the incident to
his or her supervisor or Human Resources Reprdsanta

All Internet users are prohibited from unauthorizissemination of confidential or proprietary
Company documents or information. Assume all aaggdonformation is being monitored by
competitors of the Company.

PepsiCo reserves the right to monitor and recdrdsgects of Internet access through its com-
puter systems.
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Frito-Lay and Unions

Our philosophy relative to unions is very simplge do not believe that our employees need a
union or any other third party to represent thefieiests. We believe that if we treat our employ-
ees in a manner that ensures fairness and openumgations, the need for a union will be non-
existent. We desire to deal and communicate diradcth our employees and feel this relation-
ship is best for both the Company as well as owpleyaes.

This means that union-free employees will receieatment which recognizes their worth as in-
dividuals and as an important and integral pathef Company. This policy is reflected in our
pay and benefits programs, ongoing communicatioograms by which employees are apprised
of Company direction and performance and whichwabboir employees to ask questions and sur-
face concerns, and an effective complaint proceddnieh provides for an objective review of
management decisions.

Because of Frito-Lay's prominence in the indusinipns may try to approach our employees
with intent to organize. If faced with such areatpt, the Company will provide full and factual
information to you regarding unions and unionizatiand will resist such organizing attempt by
all legal means at its disposal.

However, if at any time you have questions or negjany information concerning unions, please
contact your manager or Human Resource representati

We strongly believe that by working together we baild a successful future.

Contributions and Solicitations

The distribution or posting of literature or sdiation of employees on Company property or in a
route truck during working time, by or on behalfasfy club, labor union, religious organization,
political party, or similar organization, or foryapurpose whatsoever, is prohibited. This prohi-
bition does not apply to periods during the workddnen employees are properly not engaged in
performing their work, in non-working areas. Attime are non-Frito-Lay employees permitted
on Company property, including route sales vehjsléghout management's authorization.

Once per year, the Company allows a blanket safioit within Frito-Lay locations for the an-
nual United Way Campaign.

Frito-Lay Media Interaction Policy

Frito-Lay and its brands’ identities, reputatiomsl anformation are valuable assets. Speaking
with a member of the press, making an “off-the-rdteomment or disclosing a number that
previously has not been shared publicly can enkdunpng the Company, financially, legally or
competitively. Frito-Lay Public Affairs has desajad spokespeople to manage media inquiries,
and this media interaction policy is aimed at eimguaccurate and reasonable news coverage.
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The Public Affairs department is responsible faresaing and responding &dl inquiries from

the news media, trade magazines, researchers dustriyp analysts. All requests for information
from any outsidesource should be referred to the Public Affairs &&pent at Headquarters for
an official corporate responsghere are no exceptions to this policy

To contact the Public Affairs department ¢8lf2) 334-700@nd ask to speak to the Public Af-
fairs Director. To review PepsiCo’s Public RelaBgolicy, please visit the Policy section on the
About PepsiCo page of the fritolay.pvt intrane¢ sit

Our Frito-Lay suppliers and their subcontractosstazund to preserve the confidentiality of
Frito-Lay information and data provided to themaillire to comply with this policy will result in
the immediate loss of business with Frito-Lay.

Employment — Non-Fraternization

Frito-Lay desires to avoid misunderstandings, caingd of favoritism, possible claims of sexual
harassment and the employee morale and dissensibfems that can potentially result from
personal or social relationships involving manaajeand supervisory employees in the Company.
Accordingly, managers and supervisors are protbitem fraternizing or becoming romanti-
cally involved with any subordinate employee inithehain of command or with any non-
management employee working at a facility ownedmerated by the Company. Additionally,
employees with the ability to set the terms andd@é@ns and/or job duties of other employees at
their work location are prohibited from fraternigior becoming romantically involved with indi-
viduals for whom they set terms and conditions anjdb duties.

Smoke-Free Workplace

It is the intent and policy of Frito-Lay, Inc. toqvide its associates with a smoke-free workplace.
Smoking is prohibited on all Frito-Lay property)scept in designated Smoking areas. These des-
ignated Smoking areas will be clearly marked ah&wiployees will be naotified in writing if any
changes are made to the location of the desigraaieets.

Uniforms

While in contact with the public and other FritoyLpersonnel, it is required that each driver
maintain a high level of professionalism and peastiygiene. The Frito-Lay Service and Distri-
bution uniform must be worn any time a team menibat a plant, DC, vend account or distribu-
tor, or supplier in contact with the public.

Shirts may be removed only while unloading at biSkirts must be worn at all other times.
Shorts may be worn, but must be part of the comjEsues uniform.

If a driver wishes to wear a hat, it must be ad-tidy hat. No exceptions.

Uniforms are usually ordered in December and tisteid in January.

Casual Drivers will be given uniforms on a disaetiry basis with management approval.
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Personal Professionalism

You are a member of a World-Class Organization.rfmrsonal appearance and hygiene reflect
your self-pride and the degree of professionalisth which you approach your job. When you
are dressed neatly and are well groomed, you greléng to your co-workers and anyone with
whom you come in contact that you are proud todre gf the country's leading snack food com-

pany.

Frito-Lay Cell Phone Policy

Frito-Lay, Inc. (“Frito-Lay”) recognizes that mamynployees operate motor vehicles during the
workday to perform their job duties. It is theention of Frito-Lay to ensure that employees op-
erating vehicles during the course and scope ol@ment do so in a safe and appropriate man-
ner without endangering themselves or others.

Studies show that many accidents are caused bgrdtistraction. Common driver distractions
include the use of electronic equipment such asilaelphones and personal digital assistants,
e.g., a Palm Pilot, etc. The use of a cellularnghbas been found to significantly increase the
risk of an accident.

Employees must make every effort to avoid disteentiwhile operating a vehicle. Frito-Lay em-
ployees are prohibited from using any electronidae (including hand-held or hands-free cellu-
lar phones) while operating a motor vehicle to @erf job duties.

Additionally, the use of any hand-held electroniwide provided or paid for by Frito-Lay is pro-
hibited while driving during or after work hourg.or example, an employee may not make a per-
sonal call while operating a motor vehicle if tlelular phone is Frito-Lay property.

Failureto comply with this policy will result in disciplinary action up to and including termina-
tion of employment.

Personal Information

Notify your Resource or Human Resource Departnmmarfiy change in your name, home ad-
dress, telephone number, or any medical conditimaisthe company needs to be aware of should
an emergency arise. This information is stricpfidential. Emergencies may arise when such
information may be of utmost importance to both god your family and our company. Also,

the company needs this information to mail thirkgs {our W-2 Form and important changes in
the company's operations to your home. In additteen Human Resources Department should be
notified of any changes in dependent status torergwper benefit coverage.

Information and Communication Policy

Because Frito-Lay is a growing company, it genaratsteady flow of news, developments,
changes and opportunities. Your Resource is yosirdmirce for immediate, on-the-spot infor-
mation about the Company. Through him/her, you reidleive various announcements and com-
munications over and above the daily Employee oR&® interaction.

From time to time, you may receive more formal camination from the Company Headquar-
ters in Plano, Texas. Apart from various formal ommications, there are many types of infor-
mal communications. These are generally word-oftméypes of communication, often about
the job, working conditions, policies, etc. In erdo prevent information from getting misinter-
preted, the Company invites open discussion oferathich affect you and your job at Frito-
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Lay. This policy encourages employees to deal tjr@dth their Resources regarding all condi-
tions of their work.

If at any time you have a question regarding yobr jour hours, your pay, your working condi-
tions, etc., you should first go to your Resounce tlk it over. If for some reason you are still
not satisfied with the outcome of this informalalission, use the Complaint Process outlined in
this booklet to get the matter resolved.

Frito-Lay Resources actively supports an “OpentDpolicy, which encourages discussion and
communication at any level. If you need to talkhAsomeone concerning a professional or per-
sonal matter, you are encouraged to discuss itawtiember of the Traffic Center Management.
This is not to be considered mandatory. At anetiou may ask your Resource to make an ap-
pointment for you to discuss your issue with thprapriate person within the organization. You
may also directly contact the Human Resource Demart. A Human Resource Representative
will be happy to discuss any questions or problgmsmay have.

All postings must receive prior approval from HRaomember of the Leadership Team. The
Leadership Team has full discretion in determinitmat will or will not be approved for posting
on the bulletin boards. Postings will be initiatedndicate approval.

Complaint Procedure

PURPOSE

A formal method of resolving issues arising witlie facility. This may include situations in-
volving individual employees and their Resourcestber employees, working conditions, etc.

DESCRIPTION/ADMINISTRATION

There may be occasions when an individual beliévatsa policy, procedure, rule, or condition of
employment has been unfairly or improperly admerist. Employees are encouraged to take
every available opportunity to discuss such situetiwith their Resource. The majority of situa-
tions arising day-to-day can be resolved in thisimes. Occasionally, some issues arise which
cannot be resolved informally with the ResourceheWthis occurs, employees are encouraged to
utilize the Complaint Process.

Employees are encouraged to utilize the Human Resdbepartment as a resource throughout
the Complaint Process.

NOTE: Termination Appeals proceed directly to a Leadership Team Manager (Sep 3). All
other appealswill proceed to the appropriate Resource.

STEP 1

If an employee is unable to resolve an issue dyr@dth his/her Resource, he/she must first de-
tail the issue in writing on a Plant Complaint Fdjmbtained from his/her Resource or the Human
Resource Department). Included on this form iscdption of the incident in question as well

as the employee's proposed solution. Once conplite employee should forward the appeal to
the Human Resource Department who will forwarddppeal to the appropriate Manager/ Re-
source, who will hear the complaint.

A complaint will be considered untimely if not suitied within five (5) of the employee’s regu-
larly scheduled workdays from the incident leadindhe appeal. For tracking of complaint ac-
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countability, the employee must submit all appe¢althe Human Resource Department. Excep-
tions to the five (5) day time frame will be madelie event of extenuating circumstances, which
are clearly beyond the employee's control.

The appropriate Manager will meet with the employeeestigate the issue and render a written
decision within four (4) business days (Mon - Frgm receipt of the complaint from Human Re-
sources.

STEP 2

If the employee is not satisfied with the rendedledision in Step 1 from Resource, he/she will
have two (2) regularly scheduled work days, ofghwloyee, from the receipt of the decision in
which to appeal the decision to the Business Ueéder (BUL) through the Human Resource
Department.

The BUL will meet with the employee, investigate iksue, and render a written decision within
four (4) business days (Mon - Fri) from receiptted appeal from Human Resources. Exceptions
to this time frame will be made in the event thakesailed investigation/fact finding review must
be conducted.

STEP 3

If the employee is not satisfied with the rendedledision in Step 2 from the Business Unit
Leader (BUL), he/she will have two (2) regulariyneduled work days, of the employee, from the
receipt of the decision in which to appeal the siecito a Lead Team Manager through the Hu-
man Resource Department.

The Lead Team Manager will meet with the employeegstigate the issue, and render a written
decision within four (4) business days (Mon - Frgm receipt of the appeal from Human Re-
sources. Exceptions to this time frame will be enadthe event that a detailed investigation/fact
finding review must be conducted.

STEP 4: INVOLUNTARY TERMINATION ONLY (NON-PROBATION ARY EMPLOY-
EES)

Following the Step 3 appeal with the Lead Team Manaan employee may then file an appeal
to eitherthe Region Vice President or an external, profesgiarbitrator as described in the Al-
ternate Dispute Resolution Process. The decisi@itloér the Region Vice President or the exter-
nal Arbitrator will be final and binding.

Alternate Dispute Resolution Policy

A. Purpose-- The Professional Arbitration Process is designegravide all union-free em-
ployees with an avenue of appeal, in certain casean impartial, professional arbitrator.
This process is designed to provide an alternaditbe internal appeals process which is cur-
rently outlined in section 4 (Complaint Procedwabdve..

B. Scope-- The Professional Arbitration Process will be ava#ato all union-free employees
and shall be limited to cases of termination. Aler appeals shall be addressed through the
internal appeals process.

C. Appeal Procedure-- In order to access this process, the terminatedoge® must appeal
the termination within fourteen (14) days of retaipthe written decision denying an appeal
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at the 3rd Step of the internal complaint proc&kg appeal must be in writing and addressed
to the local Human Resources Manager. The notiepéal must be accompanied by a non-
refundable payment in the amount of fifty dolla$§@.00). If the employee does not appeal
the termination within the fourteen (14) day perittte employee will forfeit their right to use
the ADR Process. The employee may choose tofresented by legal counsel. If they
choose to be represented by legal counsel thenrthest include the name, address and
phone number of the representative in the stateofesgppeal or as soon as legal counsel is
retained.

D. Hearing Procedures-- Upon the receipt of a notice of appeal, the @any will provide the
employee a list of professional arbitrators avdélaio hear the case. The employee or the
employee's representative and a representativeeohéadquarters Human Resources De-
partment must choose a mutually acceptable arbitfedm the list provided within ten (10)
days from the date identified on the list of adtitrs provided. If the employee does not re-
spond within the ten (10) day time period, thetfagailable arbitrator will be designated by
the Company.

Following the selection of the arbitrator, the eaygle or designated representative may request
and receive documentation contained within the Gowgjs personnel files or other information
which is relevant to the disposition of the case.

A mutually acceptable date will be scheduled, dskijpas possible, to conduct a formal arbitra-
tion hearing. At this hearing both the employee #re Company will have the opportunity to
present their position as well as witnesses orratkiglence relevant to the case. Each party will
also have the opportunity to examine the othemsiesses. The hearing may be concluded with
an oral summary, written brief, or both.

E. Arbitrator's Award -- The arbitrator will render a decision based up@nfitts presented at
the hearing. The arbitrator shall present bothigmwith a written decision. In the event the arbi-
trator renders a decision in favor of the employke,award shall be limited to reinstatement and
actual lost compensation, if applicable. All awafdis back pay shall be subject to an offset of
earnings, unemployment compensation, worker's casgimn or other Company provided com-
pensation. The time period considered for awafdsaok pay shall be from the date of the em-
ployee's termination up to and including the datedward is rendered. However, if at any time,
the employee or the employee's representative séxjaepostponement of the hearing or a new
hearing date, the time period for any back pay dv&nall expire on the earliest hearing date.
The arbitrators’ fees and the expenses of theratloih, with the exception of the fifty dollar
($50.00) appeal fee, shall be paid by the Company.

SPEAK-UP 1-866-729-4888

» Alternative means for employees to voice conceues employment-related issues

* Available 24 hours a day, 7 days a week

» Is not intended to replace direct contact with ylogal HR representative or Supervisor
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PepsiCo Benefits Program
PepsiCo Benefits allows each individual employeedpportunity to customize the level of cov-
erage that suits his or her needs.

PepsiCo Benefits includes medical, dental, visi@aring, disability, life insurance, accident in-
surance and group legal.

The various levels of coverage for each of thesmiop as well as the information concerning the
guidelines to customize the program is includedstail in the summary plan descriptions that
have been provided in the Benefits Guide.

When an employee becomes eligible for PepsiCo Benah enrollment kit is mailed to the em-

ployee's home. Thereafter, an employee may chiaisfeer enroliment elections each year dur-
ing Annual Enrollment.

RETIREMENT PROGRAM

PENSION

As a full-time employee you are covered by a panpian to provide monthly income to you
upon retirement. The plan is entirely paid forHsfo-Lay and enrollment in the plan is auto-
matic for all eligible employees. The PepsiCoifgy and Retirement Center at Fidelity at 1-
800-632-2014 can answer all questions.

401(K)

The 401(k) plan is an important feature of the iRetient Program. The plan is a tax effective
means to save for the future with the ease of plageduction. There are various investment op-
tions for your pre-tax savings. The earnings omrygavings are tax-deferred as well. Certain
restrictions regarding withdrawal apply. Furth&fiormation is available at
www.pepsicoemployee.com

You may enroll in the 401(k) plan at any time. thal the PepsiCo Savings Center at 1-800-
632-2014, or access the Fidelity websitenatv.401k.com In April 1, 2004, PepsiCo will pro-
vide the following company match to the 401(K) plan

Years of Service Company Match
Oto9 50% of the first 4% of pay
10to 19 50% of the first 6% of pay
20+ 50% of the first 8% of pay
» Match made to PepsiCo stock fund in 401(k) Plan
» Employees are fully vested after three years ofiser (Current em-

ployees with three years service are already vested

» Each year’'s match must remain in PepsiCo stock
for 3 years, then employees can move into othersimient choices
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» Immediate participation for new hires

SOCIAL SECURITY

Social Security is a program of the Federal govemim Your company retirement plan provides
additional retirement benefits which take into agtcamounts you should receive as Social Se-
curity.

Frito-Lay provides retirement medical benefits duition to those available through Medicare.
These are described in the Benefits Guide.

Frito-Lay shares with you equally in the paymengotial Security tax to the Federal govern-
ment. Your payment totals exactly half of thatdp@i Social Security for your future security and
retirement.

If you have a change of name, please notify yocallbuman resources department and local So-
cial Security Administration office.

SHAREPOWER

Through SharePower, certain full-time Frito-Lay sisites eligible for Benefits Plus receive
stock options each year. The option allows yopuichase PepsiCo capital stock at a future date
at the price of the stock when the option was idsuks the price of the stock increases, the value
of your SharePower options increase as well.

New Changes Effective January 1, 2004

» Annual grant on Feb 1st

» Amount will be 6% of general job classification

» 50% grant for new employees, on the first grate @éer they are hired

Options will be fully vested after 3 years. Vegtinill occur on February 1 each year.

Grants made prior to January 1, 1998, will continue to vest over a five (5) year peratc20%
per year. Vesting will occur on February 1 eachryer these options rather than the following
July 1.

You can exercise your vested options by exchaniieg for stock or cash. Participation in
SharePower is automatic for all eligible employees.

To learn more about SharePower, call Merrill Lyt -800-637-6713 or speak with Human
Resources.

OTHER BENEFITS AND SPECIAL PROGRAMS

EDUCATIONAL ASSISTANCE PROGRAM
We encourage self improvement and want to assigloyees that want to prepare themselves for
a more responsible position with Frito-Lay. Tostbind, the Company will provide financial as-
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sistance for costs directly associated with a lassimelated degree program. The program pays
up to 75% of tuition.

Full-time active employees are eligible for bersefinder the Educational Assistance Program.
Courses must be under the direction of an accrkdiege or university. The approval process
must take place prior to beginning the course. grogram and its requirements are described in
detail in the tuition assistance kit available tigb your local Human Resources Department.

EMPLOYEE ASSISTANCE PLAN

This program makes counseling and other assistaraikable on a confidential basis through a
hotline called "Private Line" (1-800-223-7486). €Tprogram is described in more detail in your
Benefits Guide.

MATCHING GIFTS PROGRAM

The Matching Gifts Program has been establishetidyepsiCo Foundation to support the per-
sonal contributions and involvement of our empl@y@etheir communities. This program will
match the dollar amount of an employee's contriloutd an eligible institution or

organization. Details concerning this programwell as guidelines determining the eligibility of
the institution or organization are available ia #pplication packet, available through Human
Resources.

METPAY AUTO & HOMEOWNERS INSURANCE

METPAY is a benefit program that allows you to ébtauto, home and other insurance from
Metropolitan Property and Casualty Insurance Compd&mnroliment in the METPAY program
gives you access to special group rates and cosvigomayment options including payroll deduc-
tions. The Benefits Guide provides more informatio you can call a METPAY consultant at 1-
800-438-6381.

PEPSICO CAPITAL STOCK PURCHASE PROGRAM

As a member of the PepsiCo family, you are eligiblpurchase PepsiCo Stock through a payroll
deduction program. The moneys you invest will beverted into shares of stock. The broker-
age fee associated with the purchase of that stidcke paid for by the Company. To enroll in
this program call the PepsiCo Savings Center &@i(t&82-2014.

PEPSICO FOUNDATION SCHOLARSHIP PROGRAM
The PepsiCo Foundation offers college scholarsiipmialified sons and daughters of full-time
employees through the following programs:

- National Merit Scholarship Corporation (U.S.ig3ns)

- Citizens Scholarship Foundation of America (N&s$. Citizens)

For more information, refer to the Benefits Guideontact the PepsiCo Foundation at 914-253-
2535.

Employees should understand the details of thigraro when their child is a sophomore / junior
in high school.

SERVICE AWARDS
Dedicated employees have made Frito-Lay a leaddeisnack food industry. One method by
which the Company recognizes long and faithful iseris through the Service Award Program.
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In appreciation of such service, each employeebegilhonored at the completion of each five (5)
year period of continuous service.

U.S. SAVINGS BOND PROGRAM

You may purchase Series EE savings bonds througblpdeductions. You do not pay state or
local income taxes on any interest earned. Ifyselyour bonds to finance a college education,
further tax savings may be available. To enrothis program call National Bond and Trust at 1-
800-426-9314.

UNEMPLOYMENT COMPENSATION

An employee benefit that is often overlooked isphetection afforded to you through unem-
ployment insurance under the Unemployment Compremshaws. The entire cost of unem-
ployment insurance is paid by Frito-Lay without algduction from your earnings.

Workers' Compensation

BASIC FACTS ABOUT WORKERS' COMPENSATION
It is your responsibility to report a work-relatiedident to a Resource as soon as it happens.

Workers' compensation coverage is paid by your epeplat no cost to you. This coverage will
pay for the most reasonable and necessary medicalifcyou get hurt or sick because of an in-
jury or illness on the job.

Workers' compensation coverage will also replagé gfayour lost wages if our doctor says you
must restrict your hours worked or be away fromryjjob for a certain length of time because of
a work-related injury or iliness.

In accordance with Florida Workers' Compensatian, ldnere will be a 7-calendar-day waiting

period, and then compensation pay will begin on8tieday following the Team Member's in-

jury. If after 21 days the Team Member is stillmndified duty or away from work, the workers'

compensation carrier will go back and compensaelrdtam Member for the first 7 days missed.
If the Team Member's medical condition is resolbefbre the 21-day mark, the first 7 days will

go unpaid.

Sick pay is only provided for non-work-related afses and will not be paid for work-related
injuries and illnesses.

If you are going to be away from work for longeant8 calendar days, Frito-Lay's short-term
disability carrier must be informed to apply folyarenefits that you may be entitled to off-set
any payments that you may be receiving from wotl@spensation. Should you have any

guestions, please contact your manager and/or omnald Resource Manager for assistance.

Light/Transitional Duty Policy

The Orlando Site Light/Transitional Duty procesdl Wwe utilized to maximize opportunities for
Team Members to continue working or return to wasksoon as possible to a safe work envi-
ronment while maintaining the Team Member's healilfety, productivity, and earning potential.

The purpose of this policy is to affirm Frito-Lay&cognition of the benefits of providing light or
transitional duty programs for Team Members sustgimccupational (job-related) ilinesses or
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injuries, or because of pregnancy. This policfuigher intended to ensure consistency in the
offering of light or transitional duty to Frito-Lalleam Members.

It is the policy of Frito-Lay to evaluate its abjlito provide temporary light or transitional duty
assignments to Team Members who are unable torpetfee functions of their job due to an oc-
cupational illness or injury, or because of pregmyan

Frito-Lay will attempt to provide temporary light sansitional duty assignments that are:
* Rehabilitative to the Team Member.

» Constructive and value added to the business.

e Temporary and transitional in nature.

» Assigned such that other Team Members are nottpigka

This policy should not be construed to mean thabfmay would create light duty positions or
alter the essential functions of an already exgsfiight or full duty position.

The maximum period that a Team Member should hdigha or transitional duty position under
this policy is 90 days. As a general rule, if @ameMember is unable to return to his/her full-duty
job after 90 days, he/she will be given the optmapply for an additional leave of absence under
Frito-Lay's leave of absence policy. Any extensidrthe 90-day period must be approved in
writing by the Human Resource Manager.

Team Members recovering from non-occupational ieglillnesses as well as Team Members
returning to their packer or material handler posg after working in another job classification
for an extended period of time only, are eligitdeparticipate in the ramp-in component of the
Light/Transitional Duty program.

The assigned Light/Transitional Duty tasks mustithin the Team Member's medical restric-
tions.

Communication and follow-up must be supported thhoalearly defined process roles and re-
sponsibilities.

This policy applies to full and part-time salariedmmissioned and hourly Team Members.

Please see the Safety Resource or your Human Resilanager for more specific details of the
Light/Transitional Duty Policy.

Management Opportunity

It is the policy of Frito-Lay that any employee whants to be considered for the position of
manager be given that opportunity. You shouldrimfgour manager or a Human Resources rep-
resentative of your interest.

As openings occur, you will be considered alondhwaither candidates from inside and outside
the company. The person selected will be thatgmeveho, at that time, is the best qualified for
the specific opening.
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Employee Status

At Frito-Lay, there are two separate full-time jodtegories of professional drivers. Within each
category several classifications and job statumitiehs exist. The following is a brief definitio

of each category.

OTR

A driver who works full-time and performs work geaky outside of a 100 air-mile ra-
dius from the domicile. Drivers have the righbid for long haul designated runs on the
basis of board seniority within the long haul cifisation. Long haul guarantee applies.

Extra Drivers

Extra Drivers are a sub set of the OTR Board. UpO&% of the least Senior OTR Board
will be classified as Extra Drivers. (Anyone cutitgron the OTR board would not be
considered as an Extra Driver) These OTR Extraddsiwill not bid, they will be as-
signed open runs. Any open runs on the OTR boairtttode Local Paying runs will be
covered through the existing OTR open run coveeagkedrafting procedures.

Local Driver

A driver who works full-time and performs work geakty within a 100 air-mile radius
from the domicile. Work is assigned and the drigerompensated an hourly rate for all
activities.

Hostler

A driver who works full-time or casual and perfarmork at the traffic center. The
driver is responsible for "spotting" trailers thie shipping department, fueling tractors,
assigning tractors, and maintaining a trailer imaey.

Casual Driver

A non-full time driver who works on a call-in basiA casual driver should not exceed
1,500 hours in a year. When openings occur, ptiamado full-time status will be based
on performance.

[ll. SENIORITY

The purpose of our seniority program is to provadguideline whereby all full-time employees
are treated equitably with regard to such areabeagfits, vacation scheduling , layoffs, etc..
Only full-time employees will be considered to haemiority. You should be aware of a few
important seniority definitions;

Traffic Center (Domicile) Seniority: The date which represents the beginning of
full-time uninterrupted service at the traffic eemworkplace.

Company Seniority: The date which represents the beginning of folktuninterrupted
service with Frito-Lay.

Board (Classification) Seniority: The date which represents the beginning of flkt
uninterrupted service within the current joasslification.

Exampl es of the seniority definitions;
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Employee hired as Casual Driver at Traffic CenterJan. 6th, 1984
Hired as Full-time Long Haul Driver at Traffic CentA - June 28th, 1984
Moves to Local Driver at Traffic Center B - Oct.th51988

Awarded Long Haul Bid at Traffic Center B - Febd2d993

For this employee, the seniority dates will be;

Company Seniority is June 28th, 1984

Traffic Center Seniority for Traffic Center B is @ber 15th, 1988 (Forfeits Traffic Center A's
date)

Board Seniority on the Long Haul Board is Februzmgl, 1993

Full-Time Employees

A full-time employee is one who has completed tpeabationary period.

Newly hired regular drivers will be considered pmtibnary drivers for their first one hundred
and eighty (180) days of employment during whichetitheir performance and suitability for the
job will be carefully appraised by their managefs.the completion of this period, if they have
met all company standards, they will be classifisdfull-time employees. If job performance
standards are not met, the employee will be reteagthin the one-hundred and eighty (180) day
period without recourse.

For a casual driver to become a full-time driver/$he first must be offered and accept an oppor-
tunity to join the OTR or Local board or HostleiThe probationary employee will be considered
a full-time driver at the successful completiortiué probationary period. For purposes of senior-
ity and other company benefits the driver's setyidrégins the day he/she joins the OTR or Local
board or Hostler.

In those cases where two or more employees becolirinfe on the same date, the employee
with oldest hire date will be senior. In those cagere two or more employees have the same
hire date, the employee with oldest start daté l@lsenior. In those cases where two or more
employees have the same start date, the employbehei lowest Social Security number (last
four (4) digits) will be considered senior.

Seniority, as it applies to benefits, and permatemg-term layoffs, etc., is based on Company
seniority. Traffic center seniority is used fobjbidding purposes and Long Haul board seniority
is utilized for vacation scheduling preference.

An employee will lose his/her seniority in casesedignation, discharge by the Company, lay-
offs exceeding duration as outlined by local pgli@fusal to return to work upon recall, failure
to return to work after an approved leave of absenc when disability exceeds time frame as
outlined by local policy.

Loss Of Seniority/Recall

Recall rights for laid off employees will be oneaye

Loss of seniority - a driver is entitled to six ntles of short term disability and then 6 months of
long term disability without losing his/her positi@n the board. Any driver who has not re-
turned to work within this 12 month period (fromethitial absence) will lose their board posi-
tion and may be terminated.

IV. OTR BOARD PROCEDURES

Job Bidding
An employee who is awarded a bid to a board othan their current board will be assigned a

driver board seniority date. An employee may dityif qualified (i.e. no Step Ill - DML, dou-
bles qualified for OTR position, etc...).
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For Examplee When a Long Haul Driver bids to an open Local iloposition, the following
steps will be followed in order;

Local drivers will first exercise preference foc& board positions (i.e. shifts) by local board
seniority.

OTR drivers will bid with Traffic Center seniorifgr the local board opening ('s).

Successful bidder is assigned new local board egndate.

Unfilled positions are opened to other positionbedilled by interview methods.

Note: The same method applies Local Drivers biddindeo®@TR Board. A Local Driver bidding
on an OTR Board must be Doubles Certified. Or naggee to be willing to work towards a
Doubles Certification. The expectation is that ¢eetification will happen as quickly as the Flor-
ida Turnpike Authority processes the paperworktHa event that an issue should arise that
would prohibit the driver from being doubles caeiif, there will be a need to review the status of
the driver as an OTR driver. This may include thia/€ returning to the Local Board.

Run Bid Procedure
Posting Bid Sheet - the Bid Sheet will be postedjpgroximately 5 PM two (2) days prior to the
day of dispatch.

Processing Bid Sheet

The OTR Driver corps will bid on the posted Bid 8hffom the time of posting until closing of
the bid sheet. Runs on the Bid Sheet may be clafingm the time of posting up until the time
they are awarded. Exception: Late add-ons bysSalether changes necessary to meet Sales
demand. Drivers must bid in person or over the pteomd may not have a staff member or man-
ager bid on there behalf without being part ofghecess.

Closing Bid Sheet

The Bid Sheet closes at 12:30 P.M. prior to theafadispatch. No bidding will be allowed after
the Bid Sheet closes. Drivers will indicate theid Bsing numerical numbers. Starting with num-
ber 1 as the first choice. OTR & OTR Extra Driveas also indicate on the Bid Board using Al-
pha characters “A” - “Z” to indicate that if theyeaDrafted their preferred Draftable runs and or
assigned runs. While this is not a guarantee liRedathe Dispatchers will try to honor these
preferences in the drafting and assigning process.

Bid Rules

Each driver is responsible for maintaining his/bem status of D.O.T. hours of service and en-
suring he/she has enough time to complete anymushich he/she bids.

In order to bid a run the Driver must have theneated on-duty hours required to complete the
run as posted on the Bid Sheet.

When a Driver is awarded a run with no dispatctetiiine. will call or no time), the Driver will
bid his/her next days work in the following manner:

If the Driver dispatches on his run or is told thegpatch time before the next days bids are closed
he/she bids the next days runs according to tmasd return time of the run in question.

If a Driver's dispatch is delayed, he/she shoujdsdachis/her next days bid according to when he
actually dispatches. An exception to this ruld # made for runs that can be delayed the next
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day and still meet delivery needs. In this cageDhver may bid on the delayable runs based on
his original return time. The final determination which runs are delayable will be made by the
dispatcher.

Extension/Unscheduled Layover

*  When a run is extended due to circumstances begundiriver's control (i.e. mechanical
breakdown, customer delay, management add-on,aetd.jurns into an unscheduled layover,
every effort will be made by the Dispatcher to kéleg Driver on his next days bid. In the
event the Driver cannot make his next days bid ilege to the top of the Drivers available
list for extra runs. If no run comes up he will ls&id 10 hours unscheduled delay. If a run
turns into an unscheduled layover the driver isiiregl to call in and advise the manager on
duty of the situation and get authorization for ahedduled layover (NOTE: Extended lay-
over will not be paid until after 14 hours of lagrvtime and with management authoriza-
tion).

Meals & Breaks

A Driver will be allowed 45 Min. for every 5 houes Duty for Meals & Breaks combined.
Exception: Drivers would have the option to take ¢tarrent 1 & 1/4 per 5 hours if needed. How-
ever, if this resulted in an unscheduled layoverDiver would not be eligible for unscheduled
layover pay or any missed runs.

Dispatch Errors/Cancelled Runs

When a Driver did not get a run due to a dispaitbreor a canceled run, the Driver will be
placed on the top of the available Driver list iodffered other runs that become available (Note:
If a Driver is notified at least 2 hours prior tigjgatch regarding a canceled run, he/she will got b
compensated). Below are the different possibdliiad their outcomes:

If another run is offered and the Driver accepts ittn, he/she will be paid any difference be-
tween what he/she would have earned and what/dbellgcearned on the extra run (Note: All
attempts will be made to allow the Driver to phltoffered run and any other run he/she has
been awarded for the next day).

If another run is offered and the Driver rejects thn, he/she will go to the bottom of the avail-
able Driver list, will not be compensated for th@.r

If a run is offered that dispatches after the metiime of the canceled run, the Driver will be al-
lowed to change his/her bid for the next day if itk board has not closed. If the bid board has
closed, every attempt will be made to allow thevBrito pull the offered run and his/her run for
the next day. If the Driver is unable to pull thiéered run (i.e. appointments, hours, etc...) and
his/her next day's run, the Driver will be compéaddor the lost run.

If no work is offered the Driver will be compengétfor the run he/she would have had. Only
Orlando Dispatch errors and runs canceled withtles 2 hours notice will be compensated.

Late Dispatching Runs
At various times runs will be dispatched late dugvarehousing issues, equipment issues, etc. In
these situations, the following procedure will bédwed:

If an attempt is made to contact a Driver (at I@asburs prior to dispatch) regarding a change in
dispatch time or dispatch type, he/she will notgehpensated. i.e... change from doubles to sin-
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gle or change in dispatch time. Driver will neea#dl check voice mail for any delays prior to
leaving his or her home. If a Driver chose notheak the voice mail prior to arrival and the
communication was at least two hours prior theadrivould not eligible for delay or unsched-
uled layover.

If the dispatch times changes by more than sih¢tirs later than the original dispatch time, the
Driver can, if he/she desires, turn down the rfihelshe chooses not to take the run, he/she will
not get compensation for the run and will then gadhie top of the available Driver list for the
next day's dispatches.

(NOTE: In the event that a Driver has already been asehedrun for the next
day and wants that run the driver will becomstfavailable for the current day.)

(NOTE: A Driver who turns down a run can be "Drafted"arun. But, if he
or she has already been waiting for a run in €xo# 6 hours then an 10 hour
break will be needed prior to dispatch time &f tBrafted" run.)

If the Driver decides to take the run, every attemijl be made to allow the Driver to make
his/her next day's dispatch. In the event thattieer is unable to make the following day's dis-
patch, he/she will be placed on top of the avadldhivers list

(NOTE: Compensation will be handled in the same mannarcanceled run).

If the Driver shows up and is sent home due tolahd not being ready or not here (i.e. inter-
changed load, networked load, etc.), he/she wipdid 4 hours show-up pay at the unproductive
delay rate.

If there is no indication of when the run will bisphtched, the run will be canceled and the driver
placed on top of the available Driver list. Thidlwallow the driver the flexibility to re-bid if
necessary and still make him most available ifadheceled run were to be added to the current
day again once a dispatch time could be decided.

(NOTE: Compensation will be handled in the same mannarcanceled run).

lllegal Bidding
lllegal bidding is when one of the following occurs

v A Driver bids on a run less than eight (10) houtserahe/she is scheduled to be back on a
previous run. (or 10 hrs following the return tiwfehis/her booked off run)

v A Driver bids on a run when he/she does not hagestheduled hours to pull it.

v A Driver "0's" a run he/she can pull.

v If you bid on a run that goes out prior to yourreuat runs EBD (Eligible Bid Date & Time)
and are unable to dispatch on time then your bidbisidered illegal. See Exception below.

If a Driver determines that he or she can not nia&elispatch time or in fact can not legally take
an awarded run he or she needs to report it imrredgli the Dispatcher to determine if run cov-
erage is needed. If the Board is closed and a Beave not pull his run do to illegal bidding the
run will be assigned to the next available drividre Driver that illegally bid can not bid again
until the EBD for the assigned run; but will be sifered draftable. No compensation will be
paid to any Drivers due to illegal bidding.
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Tardiness or lllegal Bidding Determination. If air dispatches late (More than 15 minutes
past the Dispatch time) then an investigation bellneeded to determine the cause of the tardi-
ness. If the Driver was tardy do to illegal biddilap Performance progressive discipline will
apply. If you bid on a run that goes out prior tmcurrent runs EBD (Eligible Bid Date &
Time) and are unable to dispatch on time then padiis considered illegal. Exception (If the
Driver bid legally and due to unpredictable delagsurring after the Bid cut off time (12:30 PM)
the Driver is excused from being tardy.) If the\®riwas tardy do to any other reason Atten-
dance discipline will apply

OTR Open Run Coverage Procedure

When coverage of a single OTR run is requiredctherage order will be determined in the fol-
lowing manner. However, it will always be necesdaryirst cover the Local Board with Local
Drivers and the Hostler shifts with Hostlers ptiorcrossing-over to the OTR board. In all cases,
Local Drivers and Hostlers must maintain enoughréi@md be available to work their scheduled
work days if needed.

Assign Extra Drivers

Local Drivers who indicated they wanted to work QTRxempt: *)
Assign Casual Drivers

Draft by Reverse Seniority (Exempt: **)

Draft by Reverse Seniority Dedicated drivers

arwdE

*

May be passed over to avoid OT

** |f the Draft would not cause the Dedicated Drive be short hours needed to pull the dedi-
cated run, then the Dedicated Driver would be drhft

If there are no eligible drivers left to force (fffaa driver may need to be reassigned to another
run to provide complete run coverage. Drivers bdlreassigned in the following manner:

1. Reverse seniority of drivers with sufficient howasd eligible dispatch time (ex-
cluding dedicated drivers).

2. Reverse seniority of dedicated drivers with suffitihours and eligible dispatch
time.

3. A driver will not be moved to another run if hisfirean cannot be covered by avail-
able drivers.

4. The Driver, will be paid any difference between twha/she would have earned
and what he/she actually earned on the draft run.

It is the intention of this policy to give Full-TenHostlers and Locals the opportunity to take
OTR runs when possible. However to insure thabHray retains qualified casuals drivers, dur-
ing slow volume times it may be necessary to assignk to casuals before Hostlers and Locals.
This decision will be made on a day to day basis.

Open/uncovered runs should be covered as soonsathl®) taking into consideration the dis-
patch time of the open run. In some instances wili have to be covered by the known avail-
able driver pool at 4 PM to ensure a driver has@#$ off.
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Telephone Answering Machines

In the event the Dispatcher or Traffic Resource@afi-reaches a driver's answering machine or
beeper, he/she will leave a message or a beep aihdhrty (30) minutes for a response, if ade-
guate time is available. The message to be leftldhdirect the Driver to return the phone call.
If after thirty (30) minutes there is no respore Dispatcher or Traffic Resource On-Call will
move up or down the board to the next person deperuh if he/she is offering an extra run or
forcing.

V. LOCAL BOARD PROCEDURES

Local Board

Every attempt will be made to cover the Local baaitth Local drivers. From time to time it will
be necessary to cross-over boards to ensure cevefadl of the runs. However, if at all possible
Local runs will be covered with Local Drivers pritir Local Drivers crossing-over to the OTR
board. In all cases, Local Drivers must maintaiough hours and be available to work their
scheduled work week. Every attempt will be madbdtance the available hours & weekly earn-
ings among all of the Local Drivers.

Local Drivers availability for non scheduled Localand OTR runs

Local Drivers will be allowed to request to workth@n Non scheduled work days and open
OTR runs by noting on the dispatch their desiredok. Locals can indicate on the Bid Board
using Alpha characters “A” - “Z". While this is natguarantee like a Bid, the Dispatchers will try
to honor these preferencesfter indicating on the bid sheet, if a Local drivefuses to pull an
OTR run, he/she will be ineligible to request aiddial work for the balance of the week and will
have a recorded book off. (Note: he/she may willliafted on a run if necessary to cover the
boards). All OTR pay policies regarding canceleustuate dispatches, etc. will apply for that
run.

Local Run Coverage
In the event a run designated as a Local Run ia dpe to vacation, illness, absence, or simple
necessity, the run will be covered as follows:

Offered to Locals / Hostlers who are not schedtdeatork (Exempt: *)
Assign to Casual or Extra Drivers

Offered to first available OTR drivers

Draft by reverse seniority of Local drivers on tretheduled day off
Draft by reverse seniority of OTR drivers

arLdOE

*

May be passed over to avoid OT

It is the intention of this policy to give Full-TenHostlers and Locals the opportunity to take
OTR runs when possible. However to insure thabHray retains qualified casuals drivers, dur-
ing slow volume times it may be necessary to assignk to casuals before Hostlers and Locals.
This decision will be made on a day to day basis.
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VI. HOSTLER BOARD PROCEDURE

Hostler Board
Hostlers will be assigned to a fixed shift. The edireg of shifts will be based on Seniority and
will change only when pre-approved.

Hostler availability for non scheduled Local and OTR runs

Hostler will be allowed to request to work on naheduled work days by noting on the dispatch
their desire to work. This should be done by wgt'OTR" on the Bid sheets. If a driver indi-
cates "OTR" then he or she will be consideredbimth open Local work as well as Over-the
Road runs. If a drivers indicates "Local" on thd bheets then he or she will only be considered
for Local runs. In all cases, Hostlers must mamgnough hours to work their scheduled yard
shift.

The following rules will apply:

v/ After indicating on the bid sheet "OTR", if a Hiestrefuses to pull an OTR run, he/she will
be ineligible to request additional work for thddrece of the week and will have a recorded
book off. (Note: he/she may still be drafted oma if necessary to cover the boards).

Site seniority will be used to determine OTR assignts.

Once a Hostler driver is assigned an OTR run, keygh be compensated based on OTR
rates. All OTR pay policies regarding canceledsruate dispatches, etc. will apply for that
run. A Hostler assigned to a Local run will be cemgated based on Local pay.

AN

Hostler Coverage
In the event a Hostler shift is open due to vacatitness, absence, or simple necessity, the shift
will be covered as follows:

1. Offered to other Hostlers who are not schedulewadk that day, in order of
available hours.

2. Offered to other Drivers; Casual, Local or OTR Wiawe recent experience as a

3. Hostler.

4. Draft by reverse seniority: Casual, Hostler, LaraDTR who have recent
experience as a Hostler.

VI |. Safety

Safety Philosophy
It is our philosophy that all employees should haveafe environment and be free from injury
and iliness while performing their assigned duties.

Frito-Lay is committed to providing you with safquéoment and vehicles, as well as with the
necessary training so that you are able to carryawr daily activities in a safe manner.

It is your responsibility to always utilize safeaptices when performing your job and to bring to
the attention of your manager any unsafe equipmeobnditions so that they may be corrected.

Every individual member of the Frito-Lay Distriboti Network Team must be actively involved
in promoting safety.
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Awards

The recognition for driving safely is an integrarpof Frito-Lay's Safety Program. Awards are
presented annually at the safety awards banquédercimg to the recipient recognition and es-
teem by Frito-Lay and fellow drivers.

Awards will be conferred for the following periodésafe driving:

1 year (consecutive) 10 years 25 years

3 years 15 years 30 years

5 years 20 years 35 years
Training

The Frito-Lay safety training program includes:

v Safety oriented new driver training program

v" Monthly safety presentations/discussions

v Ongoing refresher training as needed.

v' Continual upgrading of safety and training programs

Safety Policy

It is Frito-Lay's objective to create a safe wonkieonment for all employees. Each employee is
responsible for minimizing accidents and work-rethinjuries as they apply to job accountabili-
ties.

It is the responsibility of all employees to repaccidents or injuries immediately by contacting
their manager and the (1-800-23-Frito) reportingtesy. |f employees fail to report accidents or
injuries within 24hrs, they may be subject to difioary action up to and including termination.

ACCIDENT DEFINITION

An accident is defined by Frito-Lay as: Any occuake involving a vehicle owned, rented, or
leased, by Frito-Lay in which there is contact vatperson, object or property, resulting in injury
or death to any person, or any damage to Fritodraperty or the property of others.

CHARGEABLE ACCIDENT
A chargeable accident is defined as an accidenthich the Frito-Lay employee failed to exer-
cise every reasonable precaution to prevent theeuc

A NON-CHARGEABLE ACCIDENT
A non-chargeable accident is defined as an accidenhich the Frito-Lay employee exercised
every reasonable precaution to prevent the accident

INJURY / ILLNESS DEFINITION

An injury / illness is defined by Frito-Lay as: Amccurrence involving a Frito-Lay employee
performing Company Business that results in therynpr illness of the employee and requires
immediate or potential future medical attention.

UNSAFE ACT / CHARGEABLE

An unsafe act is defined as an act in which theoHray employee failed to exercise every rea-
sonable precaution to prevent actual or potentjaky / illness to him or herself or to others. If
an unsafe act occurs the incident will be chargeabl
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UNSAFE CONDITION / NON-CHARGEABLE

An unsafe condition is defined as an act in whiwhFrito-Lay employee exercised every reason-
able precaution to prevent injury / illness to lemherself or to others. If an incident occurs be-
cause of an unsafe condition and not an unsafthacitacident will be non-chargeable.

Cleansing
Action Step Time Frame
One (1) Chargeable Accident Oral Warning 6 menth
or Unsafe Act
Additional Chargeable Accident Written Warning ménths
or Unsafe Act within six (6) months
of previous Oral Warning
Additional Chargeable Accident DML 12 months

or Unsafe Act within nine (9)
months of Written Warning

Additional Chargeable Accident Discharge
or Unsafe Act within one (1) year
of DML

Any combination of three (3) chargeable accidentshargeable injuries in a twelve (12) month
period may result in termination.

VIII. Attendance Policy

Purpose

Regular and timely attendance is required of eesnployee. It ensures an available supply of
gualified employees to help maintain the efficieméyour operation. Failure to maintain an ac-
ceptable level of hours worked and meet dispatbledidles has an adverse impact on our ability
to commit to and meet specific delivery scheduldtore importantly, by being at work, we do
not place a hardship on fellow employees.

General Principles and Definitions

Definition of an Absence (incident)

An absence from work is defined as anytime a dieks off a run or fails to cover an assigned
run or awarded run. Employees must report abseaickEsast two (2) hours before the start of
their scheduled dispatch time unless considerbe tan emergency.

Definition of Tardiness

Tardiness is defined as failure to make schedui@ebhitimes due to leaving after posted dis-
patch time for a run, or excessive layover timail(fFe to arrive within 15 minutes of the sched-
uled dispatch time will automatically result in 2 incident for tardiness.)

Dispatch Time Change

You may not dispatch more than 15 minutes earlhiauit prior approval. Exception: HUB runs
should not be approved for early dispatch. Howefgnqu dispatch more than 15 minutes early;
you must use the posted EBD “Eligible Bid Date &n&i’ for bidding on future runs.
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Dispatch times may be adjusted provided that (AbfLthe following stipulations take place:

» Manager or Dispatcher consent has been grantedtprszcheduled dispatch time.

e The runis not a HUB ru& the run can be completed in a safe manner.

» Pick-up and deliveries can be completed on timethadun can be completed in a safe man-
ner.

Progressive Discipline for Attendance

An incident (1) of absenteeism is one or more comsee days absent from a scheduled work-
week, with exceptions made for time loss due tg puty, funeral leave or on the job injury.
Also, half (1/2) an incident will be incurred fartliness. Below are the Progressive disciplinary
steps. If a driver shows a pattern of Attendantated issues then the normal disciplinary steps
can be accelerated.

Draft Book-offs

On any run in which the driver is "drafted" an attance incident (book-off) will be doubly
weighted as (2) two incidents. The Third Draft Badf in any calendar year (Jan 1-Dec 1) will
result in automatic placement$tep 11l — Decision Making Leave

Emergency Clause

All employees will be granted ONE (1) free book péfr calendar year, to be used at his/her
choosing. This may be used on regular book-offselsas draft book offs, but keep in mind
that there is only one and it should be saved fogrwan actual emergency exists. If you do

not use your free book off in the calendar yeaiilitnot carry over to the next year. The free
book-off acts as amnesty against any disciplinatipa for a particular incident but the inci-
dent will still counts against any attendance itiees or rewards and recognition.

Oral Warning

When a team member has three (3) incidents of &dsiem within a 60-day period, he/she will
receive an Oral Warning. If one (1) complete irciddoes not occur within the next 60 days the
step will be cleansed\pte: If 1/2 an incident does occur within the 30 dawyswill not be
cleansed until 60 days after the date of the 1¢Rlamt). (In other words, it is possible for the
Written Warning to be cleansed to an Oral Warnirmlevstill carrying over a 1/2. If he/she re-
ceives an additional 1/2 incident within the 60 siéne/she would then receive another Written
Warning)

Written Warning

When a team member has one incident within the &@xtays from date of issuance of the Oral
Warning, he/she will receive a Written Warning. olie (1) complete incident does not occur
within the next 60 days one step of discipline Wil cleansed (i.e. the Written Warning will be-
come an Oral Warning). Please refer to Oral Wariim cleansing period (Note: If 1/2 an inci-
dent does occur within the 60 days it will not beaased until 60 days after the date of the inci-
dent. In other words, it is possible for the VittWarning to be cleansed to an Oral Warning
plus a 1/2 an incident).

Decision Making Leave (DML)

When a team member has an incident in the nexta§® fftom date of issuance of the Written
Warning, he/she will be placed on a one day detisiaking leave of absence.Ncte:  Clean-
sing process works in the same manner as in Whitaming. In other words, a step at a time is
cleansed versus the entire action).
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Suspension Pending Investigation

When an employee has one incident in the next 8 ftam date of issuance of the DML, the
employee will be suspended subject to terminatidthen a team member experiences 60 days
from the date of issuance of a contact withoutrenident, the current incident will be removed.
This applies to each contact of the procedure sdPat leaves of absence, medical leaves of ab-
sence, vacation days and lost time days (on thajaby) are not considered when evaluating the
60 day time frames.

A "No Call/No Show" is defined as a failure to report off prior to g@heduled dispatch time or
to depart later than two (2) hours after the schesdispatch time without prior supervisory con-
sent. A no call/no show is a very serious offesuse will result in the following progressive dis-
ciplinary action('s): 1st Occurrence --- Written Warning

2nd Occurrence --- Decision Making Leave

3rd Occurrence --- Discharge
A team member who does not call in and report biséinsence for 3 consecutive workdays will
be considered to have voluntarily quit. Job abantknt during a run will result in serious disci-
plinary action; up to and including termination.

Attendance and Discipline Attendance and Progressive discipline, bid resbrist and proba-

tionary periods are extended by the amount of tmeedriver is on a leave of absence regardless
of the type of leave of absence or by any timedifieer is not considered on active duty. Exam-
ples include FMLA, personal LOA, modified or ligthity, or leaves due to work related injuries.

Personal Day Off (PDO)

This policy recognizes that drivers work erratiauteand that there may be days that a driver
may need to have time off for personal reasons féhowing guidelines apply if a driver would
like a PDO: Any requests for a day off must beraped by your Resource. All requests will be
processed on a first come first served basis. Mew@o requests will be granted for more than 1
month in advance. These time constraints helprerfair and even distribution of PDO's. Each
driver will be limited to five (5) PDO's per caleardyear. No more than one driver from each
board (OTR/LOCAL) will be given a PDO on a givenydaExceptions to this rule can be made
by your Resource based on the needs of the busiBessecutive days off are not recommended,
however, exceptions may be granted by your Resoubuging peak promotional time frames,
certain days may be blocked out due to the neettediusiness. These days will be blocked out
one month in advance.

IX. Rules of Conduct

Professional Conduct
As a professional driver of Frito-Lay, Inc. teammimers represent themselves, the Service and
Distribution function, and the Company to the palaihd other Frito-Lay team members.

Professional conduct is reflected in a high redarcgafety, quality performance, and cooperative
efforts when dealing with all Distribution clientBlants, Sales, Vendors, etc...) and when inter-
acting with the Traffic Center staff and other dris.

The use of profane, abusive, harassing, indecadtpathreatening verbal or body language to-
ward any person whether they are employed by Edfper not is forbidden.
The use of racial or ethnic slurs, derogatory termnsl racial or ethnic jokes is forbidden
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Progressive Discipline

The progressive discipline system is based on timeiple that discipline is meant to be correc-
tive and not punitive in nature. The system isglesd for the purpose of addressing individuals
who are not meeting performance expectations.

The steps involved in the disciplinary processlisted below. However, the severity of the act
will determine the actual step issued.

STEP 1: Oral Warning (30 days)

STEP 2: Written Warning (60 days)

STEP 3: Decision Making Leave (180 days)
STEP 4: Suspension Pending Investigation

In the event of an extremely serious offense, titeal step or steps may be bypassed. If the of-
fense is of such significance that the team memleenployment cannot be continued, discharge
may be appropriate without the inclusion of pregisteps.

The following rules explain the manner in whichpstef discipline will "fall off" (or remain ac-
tive):
Oral Warning - If no other step of discipline is issued witl3i® days of the Oral
Warning, the Oral Warning will be cleansed.
Written Warning - If no other step of discipline is issued witli@ days of the
Written Warning, one step of discipline will be ¢akoff (Written Warning). In
other words, the Driver will then fall back a stepan Oral Warning for another
30 days (see Oral Warning above for explanatiohosf the Oral Warning step
will progress).
DML - If no other step of discipline is issued witdii0 days of the DML, the
driver will clear the progressive discipline system

Attendance and Discipline Attendance and Progressive discipline, bid resbrist and proba-

tionary periods are extended by the amount of tiedriver is on a leave of absence regardless
of the type of leave of absence or by any timediiineer is not considered on active duty. Exam-
ples include FMLA, personal LOA, modified or ligthity, or leaves due to work related injuries.

Our success at the Orlando site depends on a#l wfanking together toward a mutual goal. This
requires that codes of conduct be maintained tmeleind protect the rights, safety, and welfare
of all Team Members. In general, the company esdmary, reasonable, common sense codes
of conduct it considers necessary to ensure thaiahutelfare of the company and its Team
Members.

The following list outlines the general codes ofidact governing the actions of Team Members
which are prohibited and may result in disciplinagtion up to and including termination de-
pending on the severity. Some plant rules areiderexd very serious offenses and could result in
immediate termination. These rules can not collesitaations that will initiate discipline, but
are intended to indicate some of the obvious apéasisconduct that may result in discipline up
to an including termination. Should you have giest regarding this or any other aspect of this
outline, please discuss them with your Resourdh@iHuman Resource Department. The com-
pany reserves the right to add to or amend thdes a3 may be necessary.

SITE RULES
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The following are some examples of actions that mahibited anywhere on the property of
Frito-Lay or on company time.

These rules cannot cover all situations which imiliate discipline, but are intended to indicate
some of the obvious areas of misconduct which n@8ult in discipline. Any conduct within the
general area of the foregoing violations will résalappropriate discipline.

THESE MAY RESULT IN DISCIPLINARY ACTION
UP TO AND INCLUDING IMMEDIATE TERMINATION.

» Violation of public law when at work or on compapnpperty.

» Misusing, damaging, or removing property belongimghe company, or other Team Mem-
bers.

»  Submitting (verbally or in writing) false or inagettie information to the company for any
reason during the course and scope of employnmmasitiding but not limited to, time records,
personnel records, production or sanitation recardslical information, leave of absence re-
guests, or information provided during the coursaminvestigation.

* Violation of safety or sanitation rules and proaesu

» Sleeping on the job.

» Damaging vehicles in the parking lot and not repgrsaid damage.

» Posting or removal of any material on bulletin llsaor company property at any time, un-
less specifically authorized by management.

» Failure to immediatelyeport accidents or personal injury arising ouwewiployment to a Re-
source.

e Gambling on company property.

» Use of profane, abusive, indecent, or threateranguage directed toward fellow Team
Members, management, visitors, or customers.

* Violation of company policy to include the Anti-lEasment policy, Drug and Alcohol policy,
Workplace Violence policy, E-mail policy, and intet policy.

* Insubordination or failure to comply with an autletive/legitimate instruction.

« Engaging in horseplay - running, fighting to inadutchaking unnecessary physical contact
with an employee, manager, visitor, or customentber disturbances on company premises.

» Carrying, possessing, consuming or being undeinfheence of intoxicants or illegal non-
prescription drugs while on company premises omguscheduled working hours.

» Carrying or possessing firearms, explosives, ogmltthal weapons while on company prem-
ises.

» Entering the plant or remaining on the premisegsssbn duty or scheduled to work. The
exception to this would be the following: goingti® company store, credit union, picking up
paycheck and attending a mandatory meeting.

» Reselling products purchased at the company store.

» Improper use of a company credit card.

* Improper use of emergency response system.

» Job abandonment.

» Entering any of the peripheral buildings withoutedt permission from your Resource unless
specifically required by your job duties.
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» Smoking, gum chewing, candy and chewing of tobgwoducts, except in authorized areas
according to the plant's non-smoking policy.

» Propping open doors in any way

» Excessive tardiness and/or absenteeism.

» Knowingly reporting for work with or harboring aimfectious disease.

» Bringing guests/visitors into the production aré¢he plant with out permission of manage-
ment. Guests/visitors will be allowed only in defeteria, company store and reception area
and must be accompanied by a Team Member.

» Taking food or any tobacco products, drink, ettalieas of the plant other than lunchroom,
office areas, or conference rooms.

» Solicitation for any purpose during working hourssoliciting other Team Members while
they are working.

» Failure to meet performance expectations.

» Inappropriate use of personal cell-phones whilekingy.

 D.O.T. infractions. Violations of Federal or St&egulations.

Frito-Lay, Inc. has the moral and legal obligatiorensure its Team Members safety and/or well
being. In the event that reasonable suspicioristtiat puts this obligation at risk, Frito-Lay can
and will search its premises and/or property (thuded personal affects on the premises and/or
property). The procedure for the search of thequeaal affects will be:
1) A Manager/Resource will conduct the search
2) Present with the Manager/Resource conducting tuelsevill be another Man-
ager/Resource and the Team Member (if availablé)ehffects being searched.

NOTE: Please see APPENDIX for specifics on SpeedinO.T Compliance, and other perti-
nent regulations or items.

X. GENERAL

Guarantee Pay
All full-time O.T.R. Drivers are guaranteed a weekhinimum income provided they meet the
following qualifications:

Bid on all work available.

Perform all assigned work.

Are available for all runs
For purposes of determining guarantee pay, youkléecome will be calculated based on the
determined guarantee pay less what you have eforadsun 0001 - Sat 2359.

Holiday Pay
Each Driver has the option each calendar yearwfhbaen (10) or three (3) paid holidays.
If a Driver elects to have ten (10) paid holidaysy will be:

New Years Day Martin Luther King's Birthday
Employee's Birthday Good Friday

Thanksgiving Day Memorial Day

Christmas Eve Day Fourth of July

Christmas Day Labor Day
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(NOTE: Please see the Appendix for the holiday pay amsoun

Each calendar year, each Driver has the optioxafanging seven (7) holidays for an additional
week of vacation time. If he/she elects this aptithhe Traffic Resource must be notified before
the New Year. The three remaining paid holidaylvd Thanksgiving Day, Christmas Day, and
Martin Luther King's Birthday.

Vacation Eligibility

Your vacation week will begin on Sunday 0001 hand end on the following Saturday at 2400
hours; unless pre-approved by a manager. (All v@tstmust follow through 7 consecutive
days). In the event your bid run returns on a &yruf your vacation week, your vacation will
begin at the completion of that run and follow tigh for seven (7) days. You will be eligible to
bid anytime before or after the vacation time petrio

Vacation Pay
Vacation pay will be calculated as 1/52 of the ey calendar year's earnings, for OTR drivers.
Local Driver and Hostlers will be paid 40 hours floeir vacation week (@ regular hourly rate).

Vacation Bidding

The vacation bid schedule will be posted in thev®s room on January 2 for the current year
and taken down January 31 at which time vacatiddibg will be closed. All Drivers eligible
for vacation will have their names, seniority dated number of weeks available to bid listed on
the left side of the page. The weeks will be tisteross the top of the page.

Vacation weeks will be bid from January through &waber of the current year. The number of
full-time Drivers allowed on vacation during anyekewill be determined by management based
on business needs. Drivers will bid vacation welbksCompany seniority from January 2 to
January 31 for the current year. After vacatiadisig has closed on January 31, any available
un-bid vacation weeks will be granted on a firstnedfirst serve basis commensurate with the
needs of the business. (Exception: A Driver nmelga to exchange seven paid holidays for an
additional week of vacation. If this selectiormade he/she must notify the Dispatcher and Pay-
roll Clerk before January 1 of the bid year. Alii@rs selecting the additional week of vacation
will bid the additional week after regular vacatioidding has closed. Open bidding for the addi-
tional week will be a one week time period afteyular bidding has closed.

Vacation time is earned on each service annivemsagdymust be bid or used by the next service
anniversary.

For team members hired before December 29, 200Zeam Members acquire additional vaca-
tion with accumulated years of service based oridif@ving schedule:

» Two weeks after one year of continuous full-timepyment.

» Three weeks after five years of continuous fulldiemployment.

»  Four weeks after 15 years of continuous full-tieneployment.

Your anniversary date will be the date used tordstes vacation eligibility. The vacation season
will be continuous from March 1 through the endFabruary. Upon termination, you will be
paid for any unused vacation to which you are ledtids of your last employment anniversary.

For Team Members hired on or after December 29, 20 Team Members will earn vacation
as follows:



-51 -

1 week eligibility = .38 days per period.

2 weeks eligibility = .77 days per period.
3 weeks eligibility = 1.15 days per period.
4 weeks eligibility = 1.54 days per period

» Team Members hired between the first day of treafigear and March 31 will receive one
week of vacation to be used before the end ofiitalfyear of employment.

« Team Members hired after March 31 will receive tmeeks of vacation starting in the fiscal
year following the year of employment.

« Team Members with less than 5 years of serviceaanary 1 will be entitled to two weeks of
vacation in that fiscal year.

« Team Members with 5 through 14 years of servicdauary 1 will be entitled to three
weeks of vacation in that fiscal year.

+ Team Members with 15 or more years of service onaky 1 will be entitled to four weeks
of vacation in that fiscal year

An employee must have completed six months of nantis service before they are eligible to
receive vacation. Any used but unearned vacataywll be deducted from the final check of a
terminated Team Member.

Vacations and Leaves of Absenc&Vhen individuals who are out on leave of abseag@oach
their anniversary date, vacation earned but narntakill be paid out to the team member while
on LOA. They can not carry over any vacation uptmeir return to work.
For team members on leave of absence for greater&hweeks during the qualifying year, vaca-
tion will be prorated and the following scheduldl\apply.

Length of Absence Vacation Reduced by:
8 weeks or less Full Vacation

9 weeks 9/52 or 17.31%

10 weeks 10/52 or 19.23%

11 weeks 11/52 or 21.15%

12 weeks 12/52 or 23.08%

13 weeks 13/52 or 25%

Continuing at a 1/52 reduction each week not workail 52 weeks or 52/52 or 100%.

A week in which a team member has worked any sdbdchours will not be considered a week
missed. To determine the number of vacation darys/hich a team member is eligible, multiply
the percent of vacation reduction times the nundberacation days eligible for. All resulting
fractions are rounded to the nearest whole numbdays. This number is then reduced from the
eligible allotment of vacation days to determine tham members new vacation accrual.

Vacation Buyback

Full-time drivers with earned vacation of more tf#aweeks will have the option to sell vacation
weeks in excess of 2 weeks back to the companyei@rwho elect this option will be paid for
each week according to regular vacation pay cdionla

Sick Leave & Pay
Please note the following:
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After completing one (1) full year of service, ptrmanent Drivers will be eligible for five (5)
days sick leave with pay for the remainder of thkerdar year. Succeeding sick leave benefits
will be credited each calendar year January 1 ebéer 31.

Drivers with more than one (1) but less than twoygars of service on January 1 will be eligible
to receive five (5) days of sick leave for thatecalar year.

Drivers with two (2) or more years of service omuly 1 will be eligible for ten (10) days of
paid sick leave for that calendar year.

Sick days will not be cumulative. That is, theyat be carried over year to year.

Method of Calculation
A sick day will be computed at one-fifth (1/5) afarantee for OTR Drivers and 8 hours pay for
Local Drivers.

Waiting Period

A one day waiting period will be required beforekspay begins; that is, the benefit is payable on
the second (2nd) day of illness. The waiting dayhie day of dispatch for the run awarded.
(NOTE: If an OTR Driver is obviously temporarilysdbled from driving he/she may not be re-
quired to bid and the waiting day will be the ndat for which he/she is available for bid).

There is no waiting period, however, if a Drivehisspitalized. Benefits in the case of hospitali-
zation are payable on day one and will equal gleont disability pay.

No more than five (5) days may be used for any $&rigstance of iliness.

Leave of Absence Policy

PURPOSE

The Company realizes that it is sometimes nece$ésagn employee to be absent from work for
an extended period of time. As is more fully expda herein, depending on the particular facts
and circumstances, you may be eligible for a lesfvabsence under Frito-Lay's personal, fam-
ily/medical, military, or funeral leave of absemquaicies.

DESCRIPTION / ADMINISTRATION

Except in extreme circumstances, Leaves of Absemcgt be approved prior to the employee's
absence from the facility. Leave request forms rayobtained from the on-site Human Re-
sources office.

Employees returning from a personal medical ledvabsence must have a full duty release to
return to work (unless under the provisions of ftmerican with Disabilities Act or the Preg-
nancy Discrimination Act) prior to returning to vikor Employees returning from personal medi-
cal leave, who have been out of work for six (6¢lgeor longer, will be offered a return to work
hardening program (i.e. ramp-in) to ease theirsitaom back into the workforce. Work harden-
ing programs will be coordinated through the meldicanagement nurse.

Time on leaves of absence does not count towarckstiea accrual or uniform allowance if the
LOA is greater than 8 weeks. Time on leave dad<ount as time worked for purposes of per-
fect attendance tracking or other reward and ratiognprograms. Attendance incidents, pro-
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gressive discipline, bid restrictions, and prohbaity periods are extended by the amount of time
the Team Member is on a leave of absence regaroie¢bs type of leave of absence. (i.e. dates
roll forward by the amount of time missed.) Absemand corrective action do not roll off while
an employee is on LOA.

Prior to the Team Member’'s scheduled start timahenday a Team Member returns to work
from a medical leave of absence for themselvegy, tigst provide HR and their manager with a
Physician statement that the employee may “Retorivork without Restrictions.” The em-
ployee will not be allowed to work until the RTWatment is received. Normal attendance
guidelines will apply until the RTW statement ipented.

Any employee on a leave of absence is respongiblméintaining insurance premiums normally
payroll deducted.

Family and Medical Leaves of Absence
Family/Medical Leave

If you have been employed by Frito-Lay for at leastlve months, and you have worked at least
1,250 hours during the twelve months precedingdfitisé day of your requested leave, you are
eligible for leave under the federal Family and datiLeave Act (“FMLA”"). You may take up
to twelve weeks of FMLA leave during a rolling twetmonth period. The rolling twelve-month
period is measured backward from the first dayaafryrequested leave.

Your leave will count against your FMLA entitlementaccordance with FMLA requirements.
You may request FMLA leave for any of the followirgasons:

» For the birth or care of a newborn child, or foreavly acquired adopted or foster child

e To care for a spouse, child,* or parent with a aflz@r serious health condition

» For your own chronic or serious health conditicat ffrevents you from performing the func-
tions of your job

*Generally, the child must be under the age of eigh.

You must give at least two weeks’ advance noticgotar supervisor before taking FMLA leave.
For emergency or unanticipated leaves, you musfynaiur supervisor of the need for leave as
soon as practicable, generally within two busirdesgs of when you learn of the need for FMLA
leave Failure to timely provide proper notice of the ndedFMLA leave may be grounds for

delay of leave and subject you to disciplinary@tin accordance with the attendance policy.

Contact the Human Resources Department for therwape necessary to apply for FMLA leave.

Bonding Leave

Employees have the option of using up to one (Bkwe FMLA leave_intermittentlyor bonding
with a newborn child, or a newly acquired adoptetbster child. The remaining FMLA leave
available must be taken on a consecutiasis.
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Eligible employee may use up to twelve (12) wedksonsecutivdeave for bonding with a child
born or placed in their home, assuming the emplbigsenot already used his/her 12 weeks of
FMLA leave during the previous 12 months.

FMLA leave for bonding must be taken during the-gear period following the birth of the
child, or in the case of an adopted or foster ¢hifithin one year following the placement of the
child in the employee’s home.

Extended Medical Leave

If, following the expiration of your FMLA leave, yoare unable to return to work, you may apply
for an extension of your leave under Frito-Lay'sdfided Medical Leave (“EML") Policy. Ini-
tially you will have the opportunity to apply fopuo 14 weeks of EML. Thereafter, EML will
be granted in 6-month (26-week) extensions.

EML request forms are available through your managethe Human Resources office. The
EML request form should be completed and submttbegbur manager or the Human Resources
Office within fourteen (14) days of the date youeaiwe the form. You will be required to pro-
vide medical documentation in support of your rexjfier an extension of your leave.

If your time away from work is not used for the idesited purpose as permitted by Frito-Lay’'s
Leave of Absence policy, the leave will be canceldisrepresentation of the reason for a
leave, or the failure to comply with the requiremetts of Frito-Lay’s Leave of Absence Policy
may result in disciplinary action up to and including termination.

Medical Benefits While on Leave

If you are approved for short-term disability, sané@ eligible for medical benefits through Frito-
Lay, your current elections will be continued dgriyour leave.

If you are approved for long-term disability bemgfand you are eligible for medical benefits
through Frito-Lay, your current elections may bedified. Please contact your Human Resources
Representative for more information. In order tatoaie your medical benefits while on STD or
LTD, you must continue to make your required cdmitions to maintain your level of coverage.

If long-term disability benefits are denied, butuyprovide sufficient medical documentation to
support your need to be out of work, you can camtigour company-provided benefits at full
cost, without the company contribution.

If you are receiving short-term disability or loteym disability benefits, your contributions will

automatically be deducted from your disability payts. If you are not receiving disability

benefits, or your disability benefits are not ertotig cover the cost of your benefit contributions,
then you should send your required contributimosthly to:

ATT: Benefit Premiums

Frito-Lay, Inc.

P.O. Box 660634, Mail Drop 4B-255
Dallas, TX 75266-0634
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You can determine the amount of your contributibgscalling 1-888-236-7587 and reviewing
your current benefit elections, or by referrings/taur last paycheck stub. If you fail to make your
required contributions, Frito-Lay reserves the tigghretroactively adjust your benefits to "core
coverage" for yourself only.

Earnings Replacement While on Leave

All leave available under this policy will be ungainless you also qualify for a benefit payment
such as short-term disability, long-term disabijlity workers' compensation. Thus, under Frito-
Lay policy, FMLA and EML run concurrent with youeaeipt of short-term disability, long-term
disability, or workers’ compensation benefits.

Reporting Your Status While on Leave

While on leave, you are required to report in tarysupervisor at least once a month by phone or
in person regarding your status and intent to netarwork. For leaves of less than one month,
you must report weekly. Failure to report youttisain a timely manner may result in discipli-
nary action up to and including termination.

Other Employment While on Leave

Other employment is not permitted during FMLA leawudess it is pre-approved in writing by

your local Human Resources Department (unless Etatg@rovides otherwise). Other employ-

ment includes volunteer work or other activitiesendy under most circumstances, you would
receive payment for your services. For exampl€opming services for a friend or relative is

considered “other employment” even if compensatonot actually received for the services.

Additionally, under no circumstances should an eygt be engaging in activities that violate
his/her doctor’s restrictions. The failure to cdynywith these requirements is considered a viola-
tion of Frito-Lay's Leave of Absence Policy and magult in disciplinary action up to and in-

cluding termination.

Employment Rights While on Leave

If you are able to return to work at any time dgrijour 12 weeks of FMLA leave, you will be
returned to the same or an equivalent positionitd-Eay. During Extended Medical Leave your
right to return to the same job will be based ulpmal policy and procedures regarding rebidding
of positions and/or the availability of positiors fvhich you are qualified.

When you return to work from a medical leave fouryown serious health condition, you will be
required to provide certification of fithess fortgu

In the event that there has been a restructurirggreduction in workforce during your leave of
absence, your right to return to a job will be lobse the same criteria as if you had been at work.

Maximum Amounts of Available Leave

The maximum amount of leave available under Frig-policies for a non-occupational illness
or injury is eighteen (18) consecutive monthiiBhe maximum amount of leave available under
Frito-Lay policies for an occupational illness ojuiry is thirty-six (36) consecutive months
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The maximum amount of leave for employees who donmeet the eligibility criteria for FMLA
leave is fifteen (15) consecutive monfios a non-occupational illness or injury, and thithree
(33) consecutive monther an occupational illness or injury.

Time spent performing light or modified duty willbth count towards the above-stated leave
maximums.

An employee returning to work in a full-duty capgsanust work for a period of at least ninety

(90) days before becoming eligible for another &8/& 15/33) months of leave. For example,

suppose an employee with a non-occupational injiay been on leave for a period of sixteen
months and returns to work (full-duty) for one dand then goes back on a leave. That em-
ployee will be eligible for a maximum of two mofer a total of 18, months of leave.

PERSONAL LEAVE OF ABSENCE POLICY

A Personal Leave of Absence is an authorized albstnm work in excess of seven calendar

days resulting from unusual and extreme circumstso€ a non-medical nature.

» To be eligible for a Personal Leave, an employestie employed with at least one year of
continuous service with Frito-Lay.

» Approved Personal Leaves do not count as a reclerdabence.

» If granted, the duration of the leave will depempdm the operating needs of the company and
the personal situation. A personal leave canncéedk 90 days. If an employee is out over
90 days and a request for an extension has notrbeeived, the employee is considered to
have resigned without notice.

» Personal leaves are intended to balance the demtits workplace with the personal needs
of the employee for unusuahd_extremeircumstances. They are not intended to broaden
the scope of other leave policies such as FMLAuwndral Leave.

» Personal Leaves are not intended to be taken ae gifivacation, floating holidays, personal
days or earned days.

» Personal Leave requests must be for a time pefigteater than seven calendar days.

» Personal Leaves are approved by the Leadership.TEameseeable events must be requested
at least seven calendar days in advance of the ad unforeseeable events must be re-
guested within two business days of the event.

» Team members will be required to exhaust their tiacgrior to a personal LOA being ap-
proved.

Funeral Leave

An absence of up to 3 consecutive working days piih (at 1/5 of the team member's average
weekly earnings for the last 13 weeks for OTR Duiyeé8 hours pay for Local Drivers) will be
granted in order for the team member's to makengeraents for or attend the funeral of a parent,
child, spouse, brother, sister, mother-in-law, déatim-law, grandparent, step-parent, step-child,
step-brother, step-sister, or step-grandparent.tdm® member must request the desired number
of days prior to the absence in order to be eligfbt funeral leave pay. If circumstances require
an absence of more than 3 days (without additipag), prior approval must be obtained from a
resource.

Domestic Partner Leave Policy
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Frito-Lay employees may apply for leave to cared@ame-sex domestic partner or his/her de-
pendent children. The extension of leave to saemed®mestic partners is designed to enable
employees who are in a committed relationship Witkir domestic partner to apply for leave to
the same extent that our married heterosexual gmgtomay apply for leave to care for a spouse
or dependent child.

By offering Domestic Partner Leave, Frito-Lay iswtinuing to demonstrate its deep commitment
to the importance of Diversity and Inclusion in dwsiness.

Leave Eligibility

To be eligible for Domestic Partner Leave, you nmset the following eligibility criteria:

* You must have been employed by Frito-Lay for asid2 months; and
* You must have worked at least 1,250 hours duriedlthmonths preceding the first day of
your requested leave.

The maximum amount of Domestic Partner and/or famikdical leave available is 12 weeks
within a rolling 12-month period. Thus, for purpssof determining whether you have already
taken your 12 weeks of leave, Domestic Partner ¢edll be added to leave you have taken un-
der the federal Family and Medical Leave Act angtuur state’s family medical leave law. All
Domestic Partner Leave will be unpaid unless yso gualify for a benefit payment such as sick
leave or vacation.

Qualifying Events

You may request Domestic Partner Leave for th@folig reasons:

» For the birth or care of a child born to your dotitegartner;

» For an adopted or foster child placed with your dstic partner;

» To care for your domestic partner if he/she hasraric or serious health condition;

e To care for your domestic partner’s child if théladlis under the age of 18 and has a chronic
or serious health condition.

Additionally, you may only take Domestic Partneialze if your domestic partner and his/her
children meet the eligibility criteria set forthlbe.

Eligible employees may take consecutive DomestitnBaLeave for bonding following the birth
of a child or the placement of a foster or adoptkid in the employee’s home. Consecutive
Domestic Partner Leave for a child must be takeinguhe one-year period following the birth
or placement of the child in the employee’s horfiee ability to take Domestic Partner Leave on
an intermittent basis varies by local policy. Chedth your Human Resources Manager for
more details.

Domestic Partner Eligibility

To be eligible for Domestic Partner Leave, you gadr domestic partner must meet certain re-
quirements depending upon the laws of your statesiflency:
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» If you live in a state that permits same-sex calpbemarry or enter into civil unions, such as
Vermont, you and your domestic partner will havged married or enter into such a union.

» If you live in a state that does not permit sameesmiples to marry or enter into civil unions,
you and your domestic partner will be requiredxeceite a legally binding domestic partner
agreement that has been notarized or witnessedHigdgparty.

If the right to marriage or a civil union is legakstablished where you live, you will then be re-
quired to marry or enter into a civil union in order your domestic partner and his/her depend-
ent children to be covered by this policy. If yaxd your domestic partner are legally married or
enter into a civil union, a domestic partner agreenis not required.

Frito-Lay reserves the right to request a copy amfrydomestic partner agreement (or civil un-
ion/marriage license where applicable by law) asopthat your domestic partner is covered by
this policy.

Eligibility of Children of a Domestic Partner

Once you have entered into a domestic partnerioe&dtip, the dependent children of your do-
mestic partner are covered by this policy if eitgeu or your domestic partner are the legal
guardian of the child, or if the child is a fosterstepchild who is primarily dependent on you or
your partner for support. To be covered by thiscgdhe child must be under the age of 18.

Notice of the Need for Domestic Partner Leave

You must notify Frito-Lay of your intent to take Bestic Partner Leave at least fourteen days
before your leave is to begin, or as soon as e — generally within two business days. If
you fail to provide adequate notice of your needdomestic Partner Leave, Frito-Lay may delay
or deny your request for leave.

Medical Certification

In most cases you will be required to provide a pletedCertification of Healthcare provider in
support of your request for Domestic Partner LealVke medical certification must be provided
within fifteen days of the date it is requested, or your leavg beadelayed or denied. Medical
certifications that are incomplete will not be guiesl.

Misrepresentation of the Need for Domestic Partnekeave

If your time away from work is not used for the id@sated purpose as permitted under this pol-
icy, the leave will be canceled. Misrepresentatibthe need for leave may result in disciplinary
action up to and including termination of your eayshent.

While you are on Domestic Partner Leave

Reporting Your Status While on Domestic Partner Leave, you are requioe
report in to your supervisor at least once a mbgthhone or in person regard-
ing your status and intent to return to work. Eawves of less than one month,
you must report weekly.

Benefits Plus Coverage If you are currently eligible for medical beitetthrough Frito-Lay,
your current elections under Benefits Plus willcbatinued during Domestic Partner Leave.
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However, you must continue to make your requirettrioutions to maintain your current level
of coverage. You should send your required contidbs monthly to:

ATT: Benefit Premiums

Frito-Lay, Inc.

P.O. Box 660634, Mail Drop 4B-255
Dallas, TX 75266-0634

You can determine the amount of your contributiopgalling 1-888-236-7587 and reviewing
your current benefit elections, or by referringstar last paycheck stub. If you fail to pay your
benefit premiums, Frito-Lay reserves the rightdtsaactively adjust your benefits to "core cov-
erage" for yourself only.

Other Employment Other employment is not permitted during DoneeBtrt-
ner Leave unless it is pre-approved in writing burylocal Human Resources
Department (unless state law provides otherwise).

Return to Work

If you return to work from a Domestic Partner Le&efore your approved leave expires, you are
entitled to the same job that you held before yeave, or to a job with equivalent benefits, pay,

and other terms and conditions of employmentfotfpusiness reasons, your job was eliminated
during your leave, you will have the same rightdmtinued employment as an active employee.

Military Leave

The Company has long recognized the continuing farea strong national defense and the ac-
companying role military service plays toward tgaal. The Company will make every effort to
cooperate with those employees participating iivaatuty programs. It is Frito-Lay's policy to
actively encourage servicemen and service womeettion to work with the Company upon
completing their service requirements.

An employee who is required to attend a two-weekraer camp as a result of his/her National
Guard or Reserve obligation will be granted thisetioff. The Company will pay an employee
the difference between regularly scheduled shigtraight time earnings and the amount paid for
the military service for each day required to safugng the normal workweek not to exceed
twenty (20) working days. The employee must prexadbay voucher from the military branch in
order to receive the adjustment pay.

Re-employment rights will further be recognizedsasequired under the Uniformed Services
Employment and Re-employment Rights Act.

Jury Duty

An authorized absence from work resulting from jdegy obligations.

» Employees required to serve on a jury must infdreirtResource of the obligation no later
than the first working day after the summons isesd.
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» An OTR Driver will be paid the difference betweds/her average daily earnings for the last
13 weeks and what he is paid for service as a foragach day he is required to serve during
his normal work week (Note: a Local Driver will paid 8 hrs/day).

» Proof of jury service will be required in orderrexeive payment.

» The summons prior to jury duty is not consideredutheentation that you actually served and
is not adequate documentation for pay and atterdamposes.

COURT SUMMONS

 Team Members who are required by subpoena to appeaurt (ex. child custody hearings,
divorce proceedings, witness testimony, etc.) béllallowed the time off from work without
incident to fulfill their legal obligations.

» This time off is without incident and without pay.

» A copy of the subpoena must be submitted priomotar yabsence.

XI. APPENDIX

Pay Structure
OTR Driver
Pay For Work Performed:
Mileage Pay:
single miles - $0.4050 per mile
double miles - $0.4250 per mile
team run - $0.4825 per mile (split total miles
Case Pay.
DC unload (assisted) - $0.04 per case
DC unload (unassisted) - $0.052 per case
RB unload (assisted) - $0.021 per case
RB unload (unassisted) - $0.027 per case
Bin/Vend/PDD - $0.08 per case
Palletized unload - $1.62 per pallet

Equipment Handling
single - $12 per run
double - $45 per run

Delay
non-productive - $9.10 per hour
(Pay given only when taken as On-Duty-Time)
(Exceptions: Prior to Dispatch waiting on a loadedk-
down side of the road, at an interchange point withst
stop, or delayed at backhaul/inbound customer)
productive - $11 per hour

Meetings or Training over 5 hrs in length

* All Locals & Hostlers will receive their reguidaourly rate of pay for 8 hours
(Currently $17.08 per hour for Locals)

* All OTR Drivers will receive their average dgilate based on prior years
earnings. ( 1/5 of 1/52 prior years earnings)

* All Casuals will receive an hourly rate of payuaplent to Local Drivers for
the number of hours used
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Meetings or Training 5 hrs or less in length

* All Locals & Hostlers will receive their reguidourly rate for the number of
hours used

* All OTR Drivers will receive their average hourhate based on their prior
years earnings (1/8 of 1/5 of 1/52 prior years iegs)

* All Casuals will receive an Hourly rate of paguivalent to Local Drivers for
the number of hours used

Meal Allowance (Taxable Meals)
$5 per 5 hours on duty

Stop Pay

PDD/TDD/Sam's/Core Drops - $6.60 per stop
Guarantee

$380/week
Local Driver

$18.51 per hour

Casual Driver
pay for work performed (see OTR rates or Loeal,p
No Benefits

Other Pay - Full Time Drivers Only

Holiday Pay

OTR - $85 if Driver does not work holiday; $1if®river works
holiday.

Local/Hostler - 8 hours Holiday pay plus time & for actual hours
worked. Overtime will not be pyramided.

Sck

OTR - $76 per day (paid beginning second dayotito exceed 5
days)

Local/Hostler - 8 hrs @ regular hourly rate (pgédjinning second day
out not to exceed 5 days).

D.O.T. Compliance

At the beginning of his/her employment each tearmber will be issued a "Federal Motor Car-
rier Safety Regulation” pocketbook. It is the msgbility of each team member to be knowl-
edgeable of the regulations within.

(NOTE: Please refer to the "Federal Motor Carrier SaRatgulation" pocketbook for
specific wording).

Log Falsification
Log falsification is a serious violation of D.O.fegulations and a terminal offense by Frito-Lay

policy.
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example: Deliberately keying a duty status into Cadec othan the actual duty
status in which the driver is engaged (i.e. keymoff duty status while
unloading).

Speeding

Frito-Lay expects all drivers to operate within fhested speeds at all times (speeding perform-
ance standard is 0%). Progressive Disciplinaryadtr Job performance will occur for speeding
performance above 3%.

Regulatory Compliance

To have a safe working environment, all team memipeust adhere to established D.O.T. and
O.S.H.A. directives in the areas of hours of se&rviequipment inspections, maintenance, team
member qualifications, hazard communication anermotbquirements for safe behavior.

Compliance with D.O.T. and O.S.H.A. rules and ragahs is a vital component of any safety
program. Ensuring adherence to the hours of s safe working conditions rules means
that team members are more likely to be rested, aled able to operate accident and injury free.

Spills

Operation of an over-the-road vehicle for Frito-Lasya significant environmental responsibility.
Because of the fuels and other materials carriethervehicle, there is a very real potential for
environmental damage from a spill of diesel fuél, @ other potentially harmful substances.
The EPA requires training for all drivers in sgilevention control and measures.

Reporting Accidents/Injuries

Every accident/injury must be reported immediateln case of an accident/injury the driver
should:

Protect the scene

Notify the authorities immediately.

Care for the injured to the extent that theedris qualified.

Collect information and complete the accidepbrt at the scene.

Contact the "On-Call" Resource immediately.

Call 1-800-23FRITO (1-800-233-7486) within l2durs of the accident.

ourLNE

Failure to report an accident within 24hrs is @oses violation and will result in
disciplinary action up to and including immediggemination.

Radio/C.B.'s/Radar Detectors
Driver's are allowed to use personal radios or '€.provided they are in compliance with the
Federal Communication Commission and does not Biter-Lay property.

Radar detectors are prohibited.



