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Commonwealth Edison Company
Annual [ncentive Plan (ATP) Costs by FERC Account
Year 2011
(In Theusands)
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President AIP Related 5& ?f, .
Line 2011 &CEO AIP  to NI Goals i = O
No. Account Description Total Remaoval (1) Removal {2) Allocator Jurisdictional g g
) ®) ©) ©) (E) ) © \é!““ = T
e
] ComEd AIP - Expense —, = @
2 Varicus (3)  Handling/Clearing/Misc $ 2,545 $ (9 779% @) $ 1,967 g{“& O %
3 416/426  Non-Utility Expenses 988 (1 0% - s .
4 500-557  Production 185 M 0% - %) =
5 560-573  Transmission 3,199 (1 0% - = 9)%
6 580-908 Distribution/Customer 25,988 (103) 100% 23.884 % i
7 920-933 General & Admin 6,235 (979) {33)  90.19% (3) 4,711 ! : ﬁ
8 Total Expense § 39,139 % (979 $ (168) $ 32,563 ‘b\)
=
9 ComEd AIP - Capital/Rate Base \ Ii
10 107/108  CWIP / Accum Depr $ 26525 % - $ 94y 779% (2) $ 20,590 <
{1 Total ComEd AIP Cost for 2011 $ 65664 8 (979) $ (262) $ 53,152
Notes:

{1Y ComEd CEQ and President incentive compensation was removed from the revenue requirement
on WPC-1a, Line 13.

{2) Certain ComEd employees participated in the Exelon BSC AIP in 2011, Amounts related to Net Income
goal are excluded in accordance with Section [6-108.5(¢)(4)(a) of the Act.

{3) Includes FERC Accounts 163, 184 and 186.

{4) Net Plant allocator WPA-5, Page 2.

(5) Wages and Salarics allocator WPA-5, Page 1.



Commonwealth Edison Company

LTIP - Executive By FERC Account

Year 2011
(In Thousands)
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Prior Years
Line 2011 NI Goal Related
No. Account Description Actual Removal (1) Allocator Jurisdictional
(A) (B) © D) (E) (F)
1 ComEd LTIP - Expense
2 416/426 Non-Utility Expenses 3 - 0% $ -
3 500-557 Production - 0% -
4 560-573 Transmission - 0% -
3 580-908 Distribution/Customer - 100% -
6 920-935 General & Admin 5,660 (140) 90.19% (2) 4,984
7 Total Expense 3 5,666 $ (140) $ 4,984
8 ComEd LTIP - Capital/Rate Base
9 107/108 CWIP / Accum Depr $ 794 $ (16) 77.9% (3) % 606
10 Total ComEd LTIP Cost for 2011 3 6,460 S (157) b 5,589

Notes:

(1) LTIP is awarded annually and typically accrued over 3 years. 2009 LTIP
included a goal tied to ComEd Net Income. Reflected is the 3rd year of the
2009 LTIP award amount that was accrued in 2011.

{2) Wages and Salaries allocator WPA-5, Page 1.

(3) Net Plant allocator WPA-5, Page 2.



Line

Commonwealth Edison Company

LTIP - Key Manager Restricted Stock (RS) By FERC Account

Year 2011

(In Thousands)

2011
No. Account Description Actual Allgcator Jurisdictional
(A) (B) © (D) (E})
| ComEd LTIP RS - Expense
2 416/426 Non-Utility Expenses $ 57 0% 3 -
3 500-557 Production 16 0% -
4 560-573 Transmission 267 0% -
5 580-908 Distribution/Customer 2,179 100% 2,179
6 920-935 General & Admin 399 90.19% (1) 360
7 Total Expense $ 2,918 $ 2,538
8 ComEd LTIP RS - Capital/Rate Base
9 107/108  CWIP / Accum Depr 5 869 77.9% (2) § 677
10 Total ComEd LTIP RS Cost for 2011 $ 3,787 3 3,215

Notes:

(1) Wages and Salaries allocator WPA-5, Page 1.

(2) Net Plant allocator WPA-3, Page 2.
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Overview

The ComEd Annual Incentive Program (*A!P"} provides an cpportunity for you to be rewarded for your confribution to the
success of Commonwealth Edison Company {the "Company™). It serves as an important part of your overall
compensation package by linking individual and Company perfermance. The final amount of your award will be based on
how well you, the group that shares your key performance indicators and the Company as a whole perform against goals
set for the year, The ComEd AIP cavers all eligible ComEd employees and BSC employees whoe are embedded in or
dedicated to ComEd.

This pregram is designed to reasonably insure that customers receive the benefits of reduced expenses and greater
efficiencies in cperations by putting a portion of employees’ compensation at risk. It also ensures that employees are
properly recognized when their efforts result in superior performance for customers.,

Who is Eligible?

To participate in the 2011 AIP, you must meet each of the following requirements:

B You must be classified as a salarfed exempt or salaried non-exempt regular employee (not temporary or other
classification, such as an intern, co-op or contractor) on the Company’s payrol! for at least 31 calendar days in 2011
{and nct be covered by an incentive plan provided in lieu of the AIP); and

B In most cases, you must be actively employed through the Company’s last business day of 2011. *

This informational guide does not apply to individuals who are covered by a collective bargaining agreement.

* Please refer to page 7 "What Happens if Your Status Changes During 2011” for additionat infermation.

How Does the AIP Work?
Generally, 2011 AIP awards will be determined based on the foliowing calculation:

*Cerfain employées: o
designated by a business unit -
(2.0., bargaining unlt ) donot:
fiave an IPM. HLEL

. akout: );es‘fu,[mu[e_- "ﬁeilPMrang'efqr"'
information.about Hie GomEd

{Alfacation:KPis)

ComnEd 2011 AIP Information Guide
April 2011 2
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What is new for ComEd in 2011

Following are highlights of the key changes for 2011. Review this brochure for additional information.
B8 The performance scaie returns to the pre-2010 range and associated payout levels as follows:

— "Threshold" performance is restored to the 50 percent payout level and is the minimum performance required
before any payout may occur.

~  The familiar *Target" performance level, replaces the “Plan” benchmark that had been created for 2010, Target
performance leads fo a 100 percerd payout,

— “Distinguished” performance continues to be the highest performance level and leads to a 200 percent payout,

B The Net Income (NI) Limiter is refined to befter align rewards with cperational excellence and cost management.
Paycut above “target” will be limited based on ComEd Operating Net Income performance, such that if KPI
perfarmance yields a payout that is greater than 100 percent, the payout will be limited to no more than 20 percentage
points above Net Income performance.

— For example, if the ComEd AIP KPI results payout is abave 100 percent and Net Income performance is at 105
percent, then the ComEd KPI results payout would be limited to no more than 125 percent. This is an advantage
cver the 2010 plan year, for which ComEd KPI results performance above the 50 percent payout level could not
exceed actual Net Income performance.

How ComEd Performance is Measured

ComEd key peiformance indicators are an important component of your overall AIP award. The Company uses cost and
operational KPls to measure its relative performance. These KPls are calied Funding KPis, because they fund the AIP
and establish the potential AIP payout available.

Funding KPls

B  Funding KPls are made up of ComEd cast and operational KPls. The AP for all ComEd employees is equally
weighted between cost and operational measures.

8 Cost performance is measured through two KPIs: Operating & Maintenance {O&M) Expense and Capital
Expenditures

®  There are five operational KPIs: OSHA Recordable Rate, measuring ComEd employee safety, SAIF!, which measures
the average frequency of customer outages, CAIDI, measuring the average duration of customer outages, Focused
Initiatives & Environmental Index, measuring productivity and envirenmental commitment, and the Customer
Satisfaction Index, measuring overall customer satisfaction.

ComEd 2011 AIF Information Guide
Apil 2011 3
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Position ™ Exampte
10% ComEd OSHA Recordable
25% Rate
ComEd Operaling ComEd O&M 10% ComEd SAIFI
ComEd Al Employees - Net Income 259% 10% ComEd CAIDI
Limiter ComEd Czpital 15% Focused Iniliatives &

Environmenlal Index

5% Cuslomer Satisfaction Index

' amEd Annual Incentive Program subject la revisw and approval by ComEd Board of Directers

Funding KPI Performance Levels

There are three levels of perfermance associated with each AIP Funding KPL. These levels are:
= Thresheold: The minimum acceptable fevel of performance that must be achieved for emplayees to receive any
payout {i.e., 50 percent payout) on a Funding KPI. No paycut will occur on a KPI that does not achieve a
threshold level of performance.

= Target: The required performance level in order to achieve 100 percent payout on a Funding KPIL.

»  Distinguished: The required performance level in order to achieve 200 percent payout (i.e., twe times your
target incentive oppoertunity) and the highest payout leve! available under the AlP,

Funding KpPls '

Totai O&M Expense ($M)

Qutage Duration z

Environmental index

Seused Initiatives ¢

Customer Satisfaction Index 79 81 83 : 5%

'KFi performance scale is rounded for illustrative purposes. Performance goals and actual achievemenl may be carried out to
additional decimal places to determine final AIP award payout.

2 Threshold. Target and Distinguished levels weather normalized.

ComEd 2011 AIF Infarmaiian Guide
April 2011 4
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#® The AIP includes a feature called the Net Income Limiter that may limit payout on the AlP based on ComEd's
operating net income performance. This feature ensures that any payout above target is aligned with the company’s

financial performance.

B To the extent that performance on ComEd's funding KPIs yield a payout percentage greater than 100 percent, the
averall KPI payout cannot exceed by more than 20 percentage points a Net Inceme Limiter based on the Cperating
Net Income of ComEd for 2011, as follows:

$423.2

200%

200%

{maximum}

B For operating net income amounts between payout percentages, the payout percentage will be determined by the
relative distance between the two points based on operating natincome.

See Examples of how the Net Income Limiter works in the chart below:

Payout Percentage s

7 tmpact of Net Income Li

< 100% . Actual Composite NI Limiter does nol apply because
(Below Target) Nat Applicable Payout % composite payoul % is = 100%
o o, 9, 0, NI Limiler does not apply because actual
100% $390.0M 100% 120% 100% composite payout < NI Payoul Limit
125% $3300M 100% 120% 120% Payout Limiled by Net Income Performance
NI Limiter does not apply because actual
150% 540586 M 150% 170% 150% compasile payoul < N Payout Limit
175% $4066 M 150% 170% 170% Payout Limited hy Net Income Performance
- 200% NI Limiter does not apply because aclual
200% $4222M 200% {maximumy) 200% composite payout < NI Payout Limit

ComEd 2011 AP Information Guida

Apiil 2011
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Significant Event Curtailment

To ensure continued focus on critical business issues, your AIP payout may be subject to reduction if a significant adverse
business event cccurs. If ComEd has a Significant Eventin 2011, payout on your AIP KPIs will be reviewed in light of the
event and paid at zero percent to 150 percent.

A significant event is defined as a single high profile outage caused by a failure of ComEd owned or managed equipment
and determined ultimately to have been caused by a human perfarmance error or poor management attention to
mainienance or upkeep of the system. An event in this category will result in negative customer and media impact, as
well as significant adverse government and/or regulatory intervention or have a material adverse impact on eamnings. The
Significant Event gate determinaticn will be made by the ComEd President in concert with the ComEd Chief Executive
Officer, by recommendation to the ComEd Board of Directors.

Goal Weighting

B Generally, your Company Performance Muiltiptier (CPM) is calcuiated based on the financial, cost and operational KP!
performance of the Operating Company/Business Unit in which you are employed on December 31, 2011.

Individual Performance Multiplier and Award Range

Once ComEd performance is determined, the amount of your individual award is determined based on your target
incentive opportunity and your individual performance multiplier.

B  The annual performance review process determines your individual performance multiplier (IPM) based on your
individual performance and personal contribution to your team during the year. The IPM can range from 50 percent to
120 percent " or zero percent, relative to your annual performance rating on a five-point rating scale (A, B+, B, B-, C).

® Your total AIP award, after application of ComEd Funding KPls, individual multipliers and all other adjustments, can
range from zera ta 200 percent of your individual target incentive opportunity.

B You will not receive an award if your y=ar-end performance rating is "doss not meet expectations” {or its equivalent),
or you are placed on but do not successfully complete a performance improvement plan by year end.

B The aggregate payment of individual awards cannot exceed the total funding for all participants’ awards, as generated
by Corporate and Operating Company/Business Unit performance. @

' The IPM range for Exelon officers and certain senior subsidiary officers is 50% to 110%.
®  This provision does nol apply 1o Exalen officers and certain senior subsidiary officers, since the Compensation Committee of the Eoard of Direclors

approves their awards.

When You Will Receive Your Award

You will receive your AP award, less applicable federal, state and local tax withholding, no jater than March 15, 2012

ComEd 2011 AP Information Guide
April 2011 5
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What Happens if Your Status Changes During 2011

A prorated award ) will be calculated subjact to your eligible

o SlAssification on the Comp rolt for at least 31 days

e : T e

Your current year AIP awerd is calculated based on the level you were

in prior to the demotion. Your AIP target opportunity reverts to that of

your new level the ful[gwing year
24

T B i
S

New paricipant

Involuntary demotion that is not performance-related (e.g.,
organizational restructuring)

pension service) with no severance plan eligibility, A prorated award ' ¥ will be calculated subject to your eligible
commencement of benefits under a long-term disability classification on the Company’s payrel! for at least 31 days.

Eligikility &nd amount of award determined under applicable
severance plan. Exelon Corp. Severance Benefit Plan generally
provides prorated award " ¥, subject ta elimination if employee is
rated "off track” or “does not meel expectations” or has been placed
an but has not successfully completed a performance improvement
plan (PIRP).

{1} Inthe case of exempt full-lime positions, prorated awards are calculated using the number of days you are an active employee on the payroll, divided by 265, For non-

Involuntary separation or qualifying voluntary separation
pursuant lo a severance plan incluging retireament eligible
employees

exempt and/er part-time positions, a prorated award is caleulated using your incentive-eligible earnings {e.g., base pay, and eligible overtime and shift premium} for the
period that you are eligible during the year,

{2) Inthe case of a military lzave during which an employee is eligible to receive a base pay differential, the employee is deemed to be on a paid leave and his or her
eligible earnings will be calculated based an histher rate of pay in effect immediately preceding the qualifying military leave and prarated accordingly.

(3}  Does natinciude receipt of partial benefits under a long-term disability plan while conlinuing 13 work on a reduced schedule and receive pay as an aclive employee

(4}  Prorated award is based on a 100 percant IPM, if applicable

Glossary of Terms

CAIDI ({IEEE - 2.5 BETA METHQOD) - Customer Average Interruption Duration Index (CAID!) represents the average time
in minutes required to restore service to those customers who experience a sustained outage interruption. A sustained
interruption is defined as an outage greater than five minutes. This metric includes secondary and service interruptions
while excluding major events, interruptions lasting & minutes or less in duration, and planned interruptions. Major events
are defined as any day where the SAIDI, which is the preduct of SAIFI and CAIDI, is greater than or equal o a threshold
value, The threshold value is computed using 2.5 standard deviations (beta) above the mean (slpha), based on § years of
histeric SAID| per day data.

‘EomEd 2011 AIF information Guide
April 2011 7
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CUSTOMER SATISFACTION INDEX - The customer satisfaction goal will be based cn ComEd's performance on the
following three equally-weighted customer satisfaction mefrics: ACSI Proxy, Contact Center Satisfaction and New
Business Satisfaction. The ACSI Proxy is a combined measure of residential, smail business and large business
customer satisfaction. The residential compeonent of the ACSI Proxy is the ACSI produced by ACSILLC. The small
business and large business components are based on telephone and web-administered surveys conducted by ComEd's
research supplier. The score for each customer segment is based on the resuvits from three survey questions; overall
satisfaction, meeting expectations, and closeness to the ideal energy utility company. The score for ComEd and for each
customer segment represents an index on a 0-100 scale; it is not a percentage. This metric is reported quarterly. Under
the 2011 AIP, ACSI Proxy scores will be computed quarterly and based on the results of surveys conducted during the
twelve-month period ending December 31, 2011.

Contact Center Satisfaction is the percent of customers satisfied with the service received dusing 2 cal! to the ComEd
Customer Care Centers. The score is based on the results of telephone-administered surveys of randomly-selected
residential and small business customers who recently phoned the company. [t is measured as the percent of survey
respondents who are "satisfied” (% 6-10 ratings) on a 0-10 scale, where 0 is "extremely dissatisfied” and 10 is "extremely
satisfled.” The surveys include all types of transactions (e.g., billing, credit, outags, turn on/off) handled by the Voice
Response Unit or a Customer Service Representative. The score for each quarter is the average of the residential and
small business scores, weighted by each segment's percent of total calis during the gquarter. This metric is reported
quarterly, Under the 2011 AIP, Contact Center Satisfaction scores will be computed quarterly and based on the results of
surveys for the twelve-month period ending December 31, 2011.

New Business Satisfaction is the percent of customers satisfied overall with ComEd's performance on projects completed
by Mew Business. The score is based on the results of a mail-administered survey. [tis measured as the percent of
survey respondents who are “somewhat satisfied" and “very satisfied” using a 5-point scale, ranging from “very
dissatisfied” to "very satisfied." This mefric is reported monthly. Under the 2011 AIP, New Business Satisfaction scores
will be computed every three months and based on the resulis of surveys for the twelve-month period beginning
December 1, 2010 and ending November 30, 2011.

DEDICATED EMPLOYEE - Practice area employee on the BSC payroll who has been identified as primarily supporting
ane of the Operating Companies or Business Units.

EMBEDDED EMPLOYEE - Practice area employee on an Operating Company's payroll who has been identified as
primarily supporting that Operating Company or one of its Business Units.

FOCUSED INITIATIVES & ENVIRONMENTAL INDEX - These are the collection of specific work plan objectives that are
either key to maintaining or improving reliability, are key to improving customer cperaticns or support our environmental
commitments. The Focused Initiatives and Environmental Index includes: 2011 Summer Critical Program, Top Priority
Circuit Program, Underground {URD) Cable Program, Distribution Automation, Substation Transformer Maintenance
Template Program, Substation Breaker Overhauls, Vegetation Management for Distribution and Transmission Program,
Field and Meter Services Work Plan Execution, Meter Read Rate, Customer Service Technology improvements, GHG
Net Emissions, and Dollars/KWh (EEFPS).

A productivity measure will be calculated for each operations initiative to compare the percentage of work completed and
dollars expended versus 100% of the work planned and the dollars budgeted. in additicn, a threshold completion level of
90% of planned work for each unit-based initiative separately will be imposed before incentives apply to ensure that
requisite levels of work are completed during the year on these initiatives. Budgeted and actuai spend will be based on
the Direct costs atfributable to each initiative. Direct costs exclude allocated overhead costs that are attributable to each
initiative {i.e. General & Administrative (WFR), Capitalized Overheads {A&G), Department Overhead (DOV), etc.}.

For the customer aperations and environmental initiatives a performance measure will be calculated to compare actual
results fo Threshold, Target and Distinguished goals.

Achievement of the Focused Initiatives and Environmental Index is measured as a simple average of the
productivity/performance measures for each initiative.

OPERATING NET INCOME - Generaily Accepted Accounting Principles (GAAP) Net Income, excluding other exclusions
determined by Exelon Corporate Finance.

OSHA RECORDABLE RATE - The criferia for measurement is recordable incidents, including every occupational death
and every non-fatal occupational injury which invelves one or more of the following: loss of consciousness, restriction of

ComEd 2017 AIP Information Guide
Aprit 2011 8
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work or motion, transfer to another job, or medical treatment (not first aid). This metric is calculated based on the
exposure of 100 full-time workers, using 200,000 hours as the eguivalent. (Total of OSHA cases X 200,000 f Total Hours
Worked).

SAIFI (IEEE 2.5 BETA METHOD} - System Average Interruption Frequency Index (SAIF1) indicates how often the
average customer experiences a sustained inferruption over a predefined period of time. A sustained interruption is
defined as an outage greater than five minutes. This metric includes secondary and service interruptions while excluding
major events, interruptions lasting 5 minutes or less in duration, and planned intarruptions. Major events are defined as
any day whers the SAIDI, which is the product of SAIF| and CAIDI, is greater than or equal to a threshold value. The
thresheld value is computed using 2.5 standard deviation (beta} above the mean {alpha), based on § years of historic
SAIDI per day data.

TOTAL CAPITAL EXPENDITURES - Capital expenditures, as defined in the capitalization policy. This metric includes
functional group costs for embedded functicns and BSC transactional costs, but excludes BSC corporate allocation costs
{i.e. Supply), Information Technology Council (ITC) Reserves allocations, pensians, olher post-retirement employee
benefils (OPEB), fringe employee benefits (including incentive payments and severance), and incremental weather-
related restoration costs incurred for major storms as defined by Procedure AM-CE-9065 wherein 10% or more of the
System-wide customers are affected, and costs incurred for smart meter and grid deployment requirements and other
legislative mandates. The exclusion for storm costs may be denied by recommendation of the ComEd CEQC to the Exelon
CEQ within 30 days of completion of the storm if the restoration response is deemed to be inadequate.

This metric will also exclude costs within Capitai that are cash-flow neutral fo ComEd, including but not limited to: AFUDC,
efc.

ComEd has the option to appeal any excess unplanned transmission costs related to the retirement of any generation
plants. Appeal adjustment is subject to the approval of the AIP Panel.

TOTAL OPERATING AND MAINTENANCE (O&M) EXPENSE - Operating and Maintenance (C&M) Expenses for
departments. This metric includes functional group cosis for embedded functions and BSC transactional costs, but
excludes BSC corporate allocation costs (i.e. Executive Services), Information Technolegy Council (ITC) Reserves
allecations, pensions, other post-retirement employee benefits (CPEB), fringe employee benefits (including incentive
payments and severance), bad debt expenses, incremental weather-related restoration expenses incurred for major
storms as defined by Procedure AM-CE-9065 wherein 10% or more of the System-wide customers are affected, costs
incurred for smart meter and grid deployment requirements and other legislative mandates, and other exclusions from
GAAP Net Income that originated in O&M, as determined by Exelon Carperate Finance. The exclusion for storm costs
may be denied by recommendation of the ComEd CEO to the Exelon CEQ within 30 days of completion of the storm if the
restoration response is deemed to be inadequate.

This metric will also exclude costs within O&M that are offset elsewhere within net income for ComEd, including but nat
limited to: Energy Efficiency and Demand Response Adjustment Rider (Rider EDA), Supply Adminisiralion Charge Rider
(Rider SAC-PE), Temporary Services, IPP Intercennection studies, mutual assistance provided te another company for
storm restoration, consulting fees related to tax and legal settlements.

important information:

B This informational guide is intended to provide an averview of the 2011 ComEd Annual Incentive Program. In the
event of any inconsistency between this guide and the formal pregram document, the formal decument will control.

B The ComEd CEQ and Board of Directors, in the exercise of their sole discretion, reserve the right to adjust the amount
of awards payable or make medifications to the program, if business circumstances warrant an adjustment. In
addition, the program may be amended at any time by action of the CEQ or the Board of Directars and may be
terminated at any time by action of the Beard of Directors.

B No portion of an award shall be considered eamed prior to the last day of the year.

ComEd 2011 AIP Information Guide
Apiil 2011 9
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Questions?

Contact your Human Resources Generalist.

Award Calculation — For liustrative Purposes Only

Refer {o the following page for an example of an AIP calculation for an exempt employge who has an incentive-eligible
salary of $70,000 and a target incentive opportunity of 15 percent. The target incentive opportunity amount is $10,500
($70,000 x 15 percent}. The example assumes that the Significant Event Curtailment does not apply. This sample
provides three examples of the Individual Performance Multiplier {IPM] application, under Step 3 of the calcutation,

Sample 2011 Award Calcul.

Step 1: Determine the company performance multiplinr {CPM):

Prefiminary
Weighted Payaul %
Step 1A - Calculale the perfarmance of ComEd KPI Performance (Goal Voight x
Funding KPls ComEd Funding KPls Goal Weight x 1 Payout % = Paysut %}
25% Fundlag on ComEd O&M Expense KPI ComEd O&M Expense 25% 100.0% 250%
25% Funding an ComEd Capilal Spend KPI omEd Capital Expenditures 25% 100.0% 26.0%
50% Funding en ComEd Gperational KFis ComEd Operational KPis
ComEd OSHA Recordsble Rate 10% 105.0% 10.5%
ComEQ SAIF {oulages per sustomer) 10% 110.0% +1.0%
ComEd SARI fminylesh 10% 110.0% 11.0%
Focused inmatives & Envimamen'al lndex 15% 175.0% 26.3%
Custhimee $EEaCten tndon 5% 125.0% 6.2%
ey
Total GemEd Funding KPI Performance 100% 1150% H
Step 1B . Apply Slgnificant Evenl Curtatimenl, if
applicable, to the Tolal Funding KPI Payoul. In this.
¢ase, n¢ curtailment has occurred.
Company Parfarmance Multipller (CPM] | Company Performance Multiplior 1150% !

Step $€ . Apply Net Incame (NI} Limiter. In this — GamEd Funding KFI
example, the ComEd Funding KP perlarmanca is Apply M Limiter ComEd Funding Payout % After
greatar than Lha 100% payout lsvel and Operaling HNet Incame KPiPayout®%  _  Applicalion of bl

I thls example, the Ml Limiter does not impact the payaut Payout Limit before NI Limiler Limiter

NetIncame ls $390.0M, limiting the payaut to 120%. because the actual composite payout % is % fhe NI Payout Limit
postie e = woutHm i 115.0% = 115,0%

Step 2; Caleulate the base award: '

« Multi incenti rtunity of Target
i;ﬁnpsin ’:u:::;::; 'é‘;a;“ incentive o pportunity o Example: Employes's 1P eligible earnings is $76.000 with a Incentive Pretiminary AP
s ¥ 15% target incentive oppoflinity. The larget inzentive opporwnity  x ceM = Awaid
<pportuniyy amaunt is $70,000 % 15% = 510,800,
Praliminary AIP Award §10,500 115.0% 812,075

Step 3: Apply the individual performance multiplier (IPM) 1o the base award to determine the final AIP award: '

Slep 3 - Multiply the base award by the IPM. The
1PN can range betwoen 50% and 120%.

. 0 A 0, Preliminary AIP
IPM Example 1 - the employee’s IPM is 90% Aviard « . N Final ALP Award

1 - Finat AIP A d ]
1PM Exqmple | -Finas AP Avear 512,075 0% $10.868 |

N . T 2 Frelminary AP
IPM Example 2 - the cmployee's IPM is 100% awvard % i - Final AIP Award

1M e 2 - Final AIP Award
Exarnple 2 - Final e 312,075 100% i 512,075 i

N o ; o Frehminary AP
IFM Exampie 3 - the employee’s IPM is 110% Bveord x . - Final AIF Award

1PM E: le 3 - Finzl AIP A d

ComEd 2011 AIP Information Guide
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Following are highlights of the key changes for 2011, Review this brochure for additional information.

* The performance scale returns to the pre-2010 range and associated payout [evels as follows:

* “Thresholg" performance is restored to the 50 percent payout leve! and is the minimum performance
required before any payout may occur.

v The familiar “Targei” performance level, replaces the "Plan” henchmark that had been created for 2010.
Target performance leads to a 100 percent payout.

+ “Distinguished” performance continues to be the highest perfermance level and leads to a 200 percent
payout.

+ The Net Income {NI) Limiter is refined to better align rewards with operational excellence and cost management.
Payout above "target” will be limited based cn ComEd Operating Net Income perfermance, such that if KP{
performance yields a payout that is greater than 100 percent, the payout will be fimited to no more than 20
percentage points above Net Income performance.

+ Forexample, if the ComEd AIP KPI resulis payout is above 100 percent and the Net Income performance is
at 105 percent, then the ComEd KP! results payout would be limited to nc more than 125 percent, This is an
advantage over the 2610 plan year, for which ComEd KPI results performance above the 50 percent payout
level could not exceed actual Net Income performance.

Funding KPIs !

Total O&M Expense {$M)

CAIDI 2.5 Beta Method
__O Duration ?

FKPI perfermance scale is rouncied for illustrative purposes. Performance goals and actual achievement may be catried out (o
additional decimal places to determine finat AIP award payout .

? Threshold, Target and Distinguished levers weather normalized.

-1 - At 2011
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Award Formuia

+ Cumulative Base Pay * 4% of Eligible « 50% ComEd cost KPIs
Earnings = 50% ComEd operaticnal KPls
- 100% subject to Significant Event Curtailment

= Overtime
« Certain premiums

Net Income Limiter

" The AIP includes a feature called the Net Income Limiter that may limit payout on the AIP based on ComEd's
operating net income performance. This feature ensures that any payout above target is aligned with the
company's fingncial performance.

= To the extent that performance on ComEd's funding KPls yield a payout percentage greater than 100 percent,
the overall KPI payout cannot exceed by more than 20 percentage points a Net Income Limiter based on the
Operating Net Income of ComEd for 2011, as follows:

200%

0,
$423.2 200% meximum)

= For cperating net income amounts between payout percentages, the payout percentage will be determined by
the relative distance befween the two points based on operating net income.

See Examples of how the Net Income Limiter works in the chart below:

Payout Percentage

= 100% . Actual Compasite NI Limiler does nat apply becalse
(Below Target) Mot Applicable Payout % compasite payout % fs < 100%
Ml Limiter does nol apply because actuat
100% $3900M] 100% 120% 100% Sompacie sy D o
125% 53900 M| 100% 120% 120% Payoul Limilsd By Nat Income Performanca

NI Limiter docs not apply because agiual

g
150% SA0EEM | 150% 170% 150% commpatie ) B
175% 54066 14 150% 170% 170% Payout Limited by Nel fncome Performance
. 200% NI Limiter does nat apply bacauge acisal
200% SAZIIMIR00% o imum) 200% <omposite payoul = M Payoul Limit

Aprit 2011
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Significant Event Curtailment

To ensure continued focus on critical business issues, your AIP payout may be subject to reduction if a significant
adverse business event occurs. If ComEd has a Significant Event in 2011, payout on your AIP KPIs will be
reviewed in light of the event and paid at zero percent to 150 percent.

A significant event is defined as a single high profile outage caused by a failure of ComEd owned or managed
equipment and determined ultimately to have been caused by a human performance error or poor management
attention to maintenance or upkeep of the system. An event in this category will result in negative customer and
media impact, as well as significant adverse government andfcr reguiatory intervention or have a material adverse
impact on earnings. The Significant Event gate determination will be made by the ComEd President in concert with
the ComEd Chief Executive Officer, by recommendation fo the ComEd Board of Directors.

What Happens if Your Sfatus Changes During 2011

A prarated award ™ will be calculated subject to your eligible
New participant classification on the Company's payroll far grealer than three
3 tf i fD ber 31, 2011

Approved Leave of Absence (e.g., Family Medical Leave, Your award will not be prorated for any period of approved
qualifying military leave, paid leave of absence, or short- leave of absence while you are receiving pay on the Company’s
term disability) payrall, but will be prorated Y for any unpaid leave, %

Your award is calculated based on the department or Operating
: Cempany/Business Unit you are in on December 31, 2011. In
Change in department or Business Unit or Operating the case of a Company and/or pay cycle change that occurs
Company during the final pay period of the year, your award will be
calculated based on the department and Operating
Company/Business Unit you were in prior to the change

Your award will be calculated using your incentive-eligible
garnings in each position for the pericd you were in that
iti eligible overtime & ift premiumy for 2011.

Transfer or change toffrom a nen-exempt and/or part-time
pasition n the organization

(1} inthe case of represented posiliens, a prorated award is calculated using your incentive-gligible eamnings (e.g., base pay, and eligible overtime
and shift premium) for the peripd that you are eligible during the year.

(2) Inhe case of a miltary keave during which an employes is eligible lo receive a base pay differential, the empioyee is deemed to be on a paid
leave and his or her eligible earnings will be calculaled based on histher rale of pay in effect immediately preceding the qualifying military leave

and prarated accorgingly.

-3- April 2011
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Glossary of Terms

CAIDI {IEEE - 2.5 BETA METHOD) - Customer Average Interruption Duration Index (CAIDI) represents the
average time in minutes required to restore service to those customers who experience a sustained outage
interruption. A sustained interruption is defined as an outage greater than five minutes. This metric includes
secondary and service interruptions while excluding major events, interruptions lasting 5 minutes or less in
duration, and planned interruptions. Major events are defined as any day where the SAIDI, which is the product of
SAIF! and CAIDI, is greater than or equal to a threshold value. The threshold value is computed using 2.5 standard
deviations (beta) above the mean (alpha), based on & years of historic SAIDI per day data.

CUSTOMER SATISFACTION INDEX - The customer satisfaction goal will be based on ComEd's performance con
the folfowing three equally-weighted customer satisfaction metrics: ACSI Proxy, Contact Center Satisfactior and
New Business Satisfaction. The ACS! Proxy is a combined measure of residential, small business and large
business customer satisfaction. The residential component of the ACSI Proxy is the ACSI produced by ACSI LLC.
The small business and large business components are based on telephone and web-administered surveys
conducted by ComEd's research supplier. The score for each customer segment is based on the results from
thrae survey questions: overall satisfaction, meeling expectations, and closeness to the ideal energy utility
company. The score for ComEd and for each customer segment represents an index on a 0-100 scale; it is not a
percentage. This metric is reported quarterly. Under the 2011 AIP, ACSI Proxy scores will be computed guarterly
and basad on the results of surveys conducted during the twelve-month period ending December 31, 2011.
Contact Center Satisfaction is the percent of customers satisfied with the service received during a call to the
ComEd Customer Care Centers. The score is based on the results of telephone-administered surveys of
randomly-selected residential and small business customers who recently phoned the company. It is measured as
tha percent of survey respondents who are "satisfied” (% 6-10 ratings} on a 0-10 scale, where 0 is "extremely
dissatisfied” and 10 is "extremely satisfied." The surveys include all types of transactions {e.g., killing, credit,
outage, turn onfoff) handled by the Voice Responsa Unit or a Customer Service Representative. The score for
each quarter is the average of the residential and small business scores, weighted by each segment's percent of
total calls during the quarter. This metric is reported quarierly. Under the 2011 AIP, Contact Center Satisfaction
scoras will be computed quarterly and based on the results of surveys for the twelve-month period ending
December 31, 2011.

New Business Satisfaction is the percent of customers satisfied overall with ComEd's performance on projects
completed by New Business. The score is baséed on the results of a mail-administered survey. Itis measured as
the percent of survey respondents who are *somewhat satisfied” and “very satisfied” using a 5-point scale, ranging
from "very dissatisfied” to "very satisfied.” This metric is reperted monthiy. Under the 2011 AIP, New Business
Satisfaction scores will be computed every three months and based on the results of surveys for the twelve-month
period beginning December 1, 2010 and ending Novermber 30, 2011, )

DEDICATED EMPLOYEE - Practice area employee on the BSC payroll who has been identified as primarily
supporting one of the Operating Companies or Business Units.

EMBEDDED EMPLQYEE — Practice area employee on an Operating Company’s payroll who has been identified
as primarily supporting that Operating Company or one of its Business Units.

FOCUSED INITIATIVES & ENVIRONMENTAL INDEX - These are Ihe collection of specific work plan objectives
that are either key to maintaining or improving reliabiiity, are key to improving customer operations or support our
environmental commitments. The Focused Initiatives and Environmental Index includes: 2011 Sumimer Critical
Program, Top Pricrity Gircuit Program, Underground (URDY Cabie Program, Distribution Automation, Substation
Transformer Maintenance Temgplate Program, Subsiation Breaker QOverhauls, Vegetation Management for
Distribution and Transmission Program, Field and Meter Services VWork Plan Execution, Meter Read Rate,
Customear Sarvice Technology Improvements, GHG Net Emissions, and Dollars/KWwh {(EEPS).

A preductivity measure will be calculated for each operations initiative to compare the percentage of work
completed and dollars expended versus 100% of the work planned and the doliars budgeted. In addition, a
threshold completion level of 90% of planned work for each unit-based initiative separately will be imposed before
incentives apply to ensure that requisite levels of work are completed during the year on these initiatives.
Budgetad and actual spend will be based on the Direct costs attributable to each initiative. Direct costs exclude
allocated overhead costs that are attributable to each initiative {i.e. General & Administrative (WFR), Capitalized
Overheads (A&G), Department Overhead (DOV), etc.}.

For the customer operations and environmental initiatives a performance measure will be calculated to compare
actual results to Threshold, Target and Distinguished goals.

Achievement of the Focused Initiatives and Environmental Index is measurad as a simple average of the
productivity/performance measures for each initiative.

-4 . April 2011
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Glossary of Terms {continued)

OPERATING NET INCOME - Generally Accepted Accounting Principles (GAAP) Net income, excluding other
exclusions determined by Exefon Corporate Finance.

OSHA REGORDABLE RATE - The criteria for measurement is recordable incidents, including every occupational
death and every non-fatal occupational injury which involves one or more of the following: loss of consciousness,
restriction of work or motion, transfer fo another job, or medical treatment (not first aid}. This metric is calculated
based on the exposure of 100 full-time workers, using 200,000 hours as the equivalent. (Tctal of OSHA cases X
200,000 / Tota! Hours Worked).

SAIFI (IEEE 2.5 BETA METHOQD) - System Average Interruption Frequency Index (SAIF]) indicates how often the
average customer experiences a sustained interruption over a predefined period of time. A sustained interruption
is defined as an outage greater than five minutes. This metric includes secondary and service interruptions while
excluding major events, interruptions tasting 5 minutes or less in duration, and planned interruptions. Major events
are defined as any day where the SAIDI, which is the product of SAIFI and CAIDI, s greater than or equal to a
threshold value. The threshold value is computed using 2.5 standard deviation (beta) above the mean (alpha),
based on 5 years of historic SAID! per day data.

TOTAL CAPITAL EXPENDITURES - Capital expenditures, as defined in the capitalization policy. This metric
includes functional group costs for embedded functions and BSC transactional costs, but excludes BSC corporate
allocation costs {i.e. Supply), Information Technology Council (ITC) Reserves allecaticns, pensions, other post-
retirement employee benefits (OPEB), fringe employee benefits (including incentive payments and severance),
and incremental weather-related restoration costs incurred for major storms as defined by Procedure AM-CE-9065
wherein 10% or more of the System-wide customers are affected, and costs incurred for smart meter and grid
deployment requirements and other legislative mandates. The exclusion for storm costs may be denied by
recemmendation of the ComEd CEOQ to the Exelon CEQO within 30 days of completion of the storm if the
restoration response is deemed to be inadequate.

This metric will also exclude costs within Capital that are cash-flow neutral to ComEd, including but not limited to;
AFUDC, etc.

ComEd has the option to appeal any excess unplanned transmission costs related to the retirement of any
generation plants. Appeal adjustment is subject to the approval of the AIP Panel.

TOTAL OPERATING AND MAINTENANCE (O&M} EXPENSE - Operating and Maintenance (O&M) Expenses for
departmenis. This metric includes funciional group costs for embedded functions and BSC fransactional costs,
but excludes BSC corporate allocation costs {i.e. Executive Services), Informaticn Technology Council {(ITC)
Reserves allocations, pensions, other post-retirement employee benefits (OPEB), fringe empioyee benefits
(including incentive payments and severance), bad debt expenses, incremental weather-related restoration
expenses incurred for major storms as defined by Procedure AM-CE-9065 wherein 10% or more of the System-
wide customers are affected, costs incurred for smart meter and grid deployment requirements and other
legislative mandates, and other exclusions from GAAP Net Income that originated in C&M, as determined by
Exelon Corporate Finance. The exclusion for storm costs may be denied by recommendation of the ComEd CEQ
to the Exelon CEQ within 30 days of completion of the storm if the restoration response is deemed to be
inadequate.

This metric will also exclude costs within O&M that are offset elsewhere within net income for ComEd, including
but not limited to; Energy Efficiency and Demand Response Adjustment Rider (Rider EDA), Supply Administration
Charge Rider (Rider SAC-PE), Temporary Services, IPP Interconnection studies, mutual assistance provided to
ancther company for storm restoration, corsulting fees related to tax and lega! seitlements.
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Important Information

= This informational guide is intended to provide an overview of the 2011 ComEd Annual Incentive Pregram. In
the event of any inconsistency between this guide and the formai program document, the formal document will
control.

m The ComEd CEQ and Board of Directors, in the exercise of their sole discretion, reserve the right to adjust the
amount of awards payable or make modifications to the program, if business circumstances warrant an
adjustment. In addition, the program may be amended at any time by acticn of the CEQO cr the Board of
Directors and may be tarminatad at any time by action of the Board of Directors.

= No portion of an award shall be considered earned prior to the last day of the year.

Questions?

Contact your Human Resources Generalist.

This program is designed lo reasonably insure thal custormers receive the benefils of reduced expenses and greater
efficiencies mn operafions by pulting & porfion of employees’ compensation at risk. It also ensures that employees are
properly recognized when their efforts result in superior performance for customners.

.6- April 2611
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L)

An Exelon Company
ComEd Long-Term Incentive Program
2010 - 2012 Program Summary
And 2011 Milestones

Program Approach

» Consistent with the lllinois Commerce Commission’s determination that only compensation for metrics
that are tied to customer benefits are recoverable in rates, the ComEd Long-Term Incentive Program
{"LTIP") for the 2010-2012 performance cycle is based on ComEd's executives’ ability to meet certain
operational and cost control metrics over time. These metrics tie to consumer benefits by resulting in
lower rates than would otherwise exist, as well as high performance.

« Quantitative measures are provided as proxies for measuring progress toward goals outlined in the
business plan. These measures encompass cost control, operational goals, employee engagement and
environmental goals for the three-year period.

+ Because compensation above target is not recoverable in rates, any payout above 100% will be
consistent with Exelon long-term incentive award levels. [n addition, the total ComEd LTIP paycut may
be modified at the discretion of the ComEd Chairman and CEQ and Board of Directors, based on the
overall performance of the Company and the prevailing econemic environment at the time of the award.

Who Is Eligible

Officers and executives of ComEd are efigible to participate. Awards are based on actual results and the
number of days in an eligible position.

How the Program Works

+ Individual long-term incentive target values in the ComEd LTIP are aligned to individual Exelon target
values for similar roles.

«  An award pool equal fo the total of the annual farget awards is established at the beginning of each year
of the three-year performancea cycle to address changes in participation and market conditions.

« The Board evaluates performance/progress toward goals each year and determines the award between 0
and 200 percent of the annual target award.

« Awards will be paid in cash, net of applicable withholding taxes, upon vesting.

s The first third of the award is paid out at time of grant; the other two-thirds vest ratably over the following
two years, subject to cantinued employment.

2010 - 2012 Performance Cycle Goals
Measures encompass cost control, operational goals, employee engagement and enviranmental goals for the
thre d

ComEd will manage ils casts such that conirollable Total Costs remain
relatively flat year over year out to 2013,

ComEd Total Cest (O&M and Capital} 25%

By year-end 2012 ComEd actual SAIFI should be wilhin 1st quartile
performance. Actual ComEd CAIDI should be within 2nd quartile white
striving towards 1st quarile performanes, ComEd QSHA actual should
be within $sl quarlile performance

ComEd SAIFI, CAIDI, and OSHA Recordable 25%

Implement OP! by year-end 2011 and fully integrate into our
Operational Performance Index (OPl) 15%  |operational and financial processes for unit cost management and
efliciencies by year-end 20172

Employes Engagement Index / Employee Inerease Employee Engagement 2% each year / Develop Employee
oo 10% P N "
Communication index Communication Index, establish baseling and strelch goals gach year.

By 2013, ComEd will meet or exceed each of its annual commitments

o
Meet ComEd Goals related to Exelen 2020 5% to support Exelon 2020,
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2011 Milestones
The second year milestones are shown on the chart below.

ComEd Tolal Cost' at $1,523.4M
{Threshold: $1,599.6 f Distinguished: $1,371.1}

ComEd Total Cost (O&M and Capital)

ComEd SAIFI 2.5 Beta Method? - 0.84
{Threshold: 1.09 / Dislinguished: 0.90)

*3
ComEd SAIFI, CAIDI, and OSHA Recordable ComEd CAIDI 2.5 Beta Method” - 89
(Threshold: 95 / Distinguished: 85)

OSHA Recordable - 1.04
{Thrashold: 1.54 { Distinguished: 0.89)

Validate defined 2010 OPI codes and establish basaline performance levels. Identify and|

Operational Performance [ndax target specific areas for improvement by Cenlers of Excellence and Front Line Engine
teams.

Employee Engagement index / Employae Engagement index - 66% /

Employee Communication (ndex Employee Communication Index - 48%

+ Aghieve GHG Net Emissions of 60,288 metric tons 2011

Mest GomEd Goals refated to Exeon 2020 - Maintain ISO 14001 Centiication in 2011

' As defined in lhe AIP plan.

2 Consistent with the Annual Incenlive Program (AIP}, CAIDI and SAIFI goal targats were estahlished using
the |[EEE 2.5 Eela Melhod. ComEd {and IEEE) believes the 2.5 Bela Melhod is a beller indicator of narmal
operations,

Payout and Vesting Schedules — lllustrative Example
Actual award payable for each year in the performance cycle can range from 0% to 200%.
Ore-third of the award is paid out when awarded, the remaining two-thirds vests over the next two years.

Three-Year Performance Cycle

R
$100,000
A

B s 3
Target Award Adjusted based on
Gaal Performance lhrough year-end as . 115.00% [x  170.00%
determined by the Board o $115,000 5

P ; 531 an 2011 §38,333 In Jan 2012 § in Jan 2013
Remaining two-thirds vesls over the 531,667 in Jan 2012 338,333 inJan 2013 $58,667 in Jan 2014
nexl two years §31.867 inJan 2013 $28,333 inJan 2014 556,667 In Jan 2015

$85,000 $114,999 $170,001

Three-Year Award Payout Schedule

Portion of Award Paid - 1% third of 2010 award - 2" third of 2010 award - 3" third of 2010 award
- 1 third of 2011 award - 2" third of 2011 award
1% third of 2012 award




Special Situations

New participart {New hire or promation to an
eligible position}

Docket No. 12-

Your award will be prorated based on actual results znd the
number of days you were In an eligible position,

Demetion from an eligible position

Your autstanding awards will vest normally, contingent upon
continued empleyment with the Company. Your award will be
prerated based on actual results and the number of days you
were in an eligible position during that year, You will not be
eligible for future awards.

Promotion or demotion within eligible positions with
different targets

Your outstanding awards vest normally, cantingent upon
continued employment with the Company. Your currert year
award will be based on actual results and number of days in
each eligible position.

Terminalion by reason of involuntary separation
{other than for cause), long term disabiiity, death or
normal or early retirement under the terms of the
applicable qualified or non-gualified pension plan
{minimum of age S0 and 10 years of service}

Your ouistanding awards subject to accelerated vesting in
accordance with terms and conditions of applicable severance
plan. Eligible to receive & prorated current year award based
on actual results and number of days as an active participant
in the program. Post-separation paymerits to certain senior
executives may be subject to a six-month waiting pericd.

Unpaid leave of absence

Your outstanding awards vest normally, contingent upon
continued employment with the Company. Eligible to receive a
prorated current year award based on actual results ang
number of days as an active employee

Termination for cause or voluntary separation

You will forfeit any nan-vested awards; not ligibie for current
year award.

Transfer to or from an eligible position, or to or from
an affiliate

Qutstanding awards vest normaily, contingent upon continued
employment with the Company. Eligible to receive a prorated
current year award based on actual resulis and number of
days in each eligible position.

Change-in-control

Outstanding awards vest upon “double trigger” (i.e. inveluntary
separation or “good reason” termination) event in accordance
with terms and conditions of applicable severance plan. Posl-
separation payments to certain senior executives may be
subject to 2 six-month wait.

Award payable to a senior executive for a year is
subject ta section 162(m) of the Internal Revenue
Code {which limits the deductibility for corporate
incoma tax purposes of certain payments to certain
senior executives).

The amount of the senior executive's award for the year will be
the fesser of the amount described in this program summary or
the amount that would be payable to the executive under the
pool established under the Exelon Corporation Long term
incentive plan for such year {before the application of negative
discretion).

Awards are made under, and subject te the terms and conditions of, the Commonwealth Edison Company Long-Term

Incentive Plan.

ComEd Ex. 3.7
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Exelsn.

2011 Restricted Stock Award Program Summary
For Executives and Key Managers

Program Objectives

The 2011 Restricted Stock Award Program {the "Program”) grants restricted stock units
{"Restricted Stock”) to individuals in select positions who play key roles in supporting
Exelon’s financial and operational success and whose retention is critical to leng-term
success. The Program is an important component of Exelon's total compensation
package, which is benchmarked and aligned with the best practices of high-performing
energy services companies and general industry firms.

Eligibility
Vice presidents and other executives beiow the level of senior vice president, key
managers, and select other employees are eligible to be considered for awards under
the Program.

How Target Award Opportunities are Determined

At the Compensation Committee’s direction, Exelon conducts an annual compensation
study to identify competitive market trends and assess the vaiue of the various
compensation components provided by the company relative to the value provided for
similar positions in high-performing energy services and capital-intensive general
industry companies.

How You Will Receive Your Award

Restricted Stock granis are awarded based on an employes's position, performance,
and the expected value of the award.

Generally, awards issued under the Program are paid in shares of Exelon commen stock
and vest incrementally over three years, subject to your continued employment. Cne-
third of your award wiil vest on the date the Compensation Committee of Exelon’s Board
of Directars holds its first meeting (usually in January) in each of 2012, 2013, and 2014.
Restricted Stock will earn dividend equivalents while vesting, which will be reinvestad in
additional shares and payab'e upon vesting. Upon vesting, you wiil receive payment in
shares, net of tax withhaiding, deposited in book entry form o an account established in
your name with the Program's transfer agent.



What Happens if Your Status Changes

-Status change.
New participant {New hire or
promotion to an eligibie position)

| Impdet of ouraward - .-

You may receive future Restricted Stock awards.

Transfer or demotion to an
ineligible pasition

Your non-vested awards vest normally, contingent upon
continued employment with the Comparny. No future
Restricted Stock awards will be granted.

Promotion, transfer or demotion
within sligible positians with
different award levels

Your non-vested awards vest normally, contingent upan
continued employment with the Company. You may receive
future Restricted Stock awards based on the target award
opportunities established for your new position.

Termination by reason of long
tarm disability, death or retirement
(minimum of age 50 and 10 years
of service)

Your non-vested awards will be subject to accelerated vesting
and payment upon termination.

Unpaid Jeave of absence

Your non-vested awards vest normally, contingent upen
continued employment with the Company.

nvoluntary separation, other than
for cause

You will forfeit any non-vested awards, unless you would be
eligible for retirement (see above) or your separation cccurs
within two years after a change in control of the Company, in
which case vesting and payment will be accelerated upen
termination,

Termination for cause or voluntary
separation

You will forfeit any non-vested awards,

Compiiance with Section 408A of
the internal Revenue Code

The program will be administered In compliance with, and the
timing of all payments is subject to, any applicabls
requirements of section 4094 of the Internal Revenue Code
(e.g., payments to a "specified employee” upon terminaticn of
employment will be delayed for six months after the
termination date),

General

The 2011 Restricted Stock Award Program is established under, and subject to the
terms and conditions of, the 2011 Exelon Corporation Long-Term Incentive Plan and the
Exelon Corporation Long-Term Incentive Program estabiished thereunder (copy
avallable on My Total Compensation web sife). [n the event of any inconsistency
hetween the formal documents and this summary, the formal documents will be

contrelling.
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