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Commonwealth Edison Coml2any 
Annual Incentive Plnn (AlP) Costs by FERC Account 

Year20ll 
(In Thousands) 

President AlP Related 
201 I & CEO All' to NI Goals 

Account DeseriEtion Total Removal (I) Removal (2) 
(A) (8) (C) (D) (E) 

CornEd AlP - Expense 
Various (3) Handling/Clearing/Mise $ 2,545 $ ( 19) 

416/426 Non-Utility Expenses 988 (I) 
500-557 Production 185 (I) 
560-573 Transmission 3,199 (11 ) 
580-908 Distri bulion/Customer 25,988 (103) 
920-935 General & Admin 6,235 (979) (33) 

Total Expense $ 39.139 $ (979) $ (168) 

CornEd AlP - Capital/Rate Base 
1071108 CWIP I Accum Dcpr ~6,525 $ $ (94) 

Total CornEd AlP Cost for 2011 $ 65,664 $ (979) $ (262) 

Notes: 
(1) ComEd CEO and President incentive compensation was removed from the revenue requirement 

all WPC-Ia, Line 15. 
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""'" 77.9% (4) $ 1,967 9~ 0% 

1'i=VF 0% 

ISD"fll 0% 
100% 25,884 

Z \ --
90.19% (5) 4,711 f0ICfo $ 32,563 

\\ ~ 77.9% (2) $ 20,590 1 

$ 53,152 

(2) Certain ComEd employees participated in the Exelon BSC AlP in 20 II. Amounts related to Net Income 

goal are excluded in accordance with Section 16-108.5(c)(4)(a) of the Act. 

(3) Includes FERC Accounts 163,184 and 186. 
(4) Net Plant allocator WPA-5, Page 2. 

(5) Wages and Salaries allocator WPA-5, Page I. 
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Commonwealth Edison Comuany 
L TIP - Executive By FERC Account 

Year 201 1 

(In Thousands) 

Prior Years 

2011 NI Goal Related 

Account Description Actual Removal (I) 

(A) (B) (C) 

Com Ed L TIP - Expense 

416/426 Non-Utility Expenses $ 

500-557 Production 
560-573 Transmission 

580-908 Distribution/Customer 

920-935 General & Admin 5,666 

Total Expense $ 5,666 $ 

ComEd L TIP - Capital/Rate Base 

10711 08 CWIP / Accum Depr $ 794 $ 

Total CornEd LTIP Cost for 2011 $ 6,460 $ 

Notes: 
(I) L TIP is awarded annually and typically accrued over 3 years. 2009 L TIP 

included a goal tied to ComEd Net Income. Reflected is the 3rd year of the 

2009 L TIP award amount that was accrued in 2011. 

(2) Wages and Salaries allocator WPA-5, Page I. 
(3) Net Plant allocator WPA-5, Page 2. 

(D) 

(140) 

(140) 

(16) 

(157) 

Allocator 
(E) 

0% 

0% 
0% 

100% 

90.19% (2) 

77.9% (3) 
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Jurisdictional 

(F) 

$ 

4,984 

$ 4,984 

$ 606 

$ 5,589 
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Commonwealth Edison Company 
L TIP - Key Manager Restricted Stock (RS) By FERC Account 

Year 201 I 
(In Thousands) 

Account Description 
(A) (B) 

CornEd LTIP RS - Expense 
416/426 Non-Utility Expenses 
500-557 Production 
560-573 Transmission 
580-908 Distribution/Customer 
920-935 General & Admin 

Total Expense 

CornEd LTIP RS - Capital/Rate Base 
1071108 CWIP / Accum Depr 

Total CornEd L TIP RS Cost for 2011 

Notes: 
(1) Wages and Salaries allocator WPA-5, Page r. 
(2) Net Plant allocator WPA-5, Page 2. 

201 I 
Actual 

(C) 

$ 57 
16 

267 
2,179 

399 
$ 2,918 

$ 869 

$ 3,787 

Allocator 
(D) 

0% 
0% 
0% 

100% 
90.19% (1) 

77.9% (2) 

Jurisdictional 
(E) 

$ 

2,179 
360 

$ 2,538 

$ 677 

$ 3,215 
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Overview 
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The CornEd Annual Incentive Program ("AlP") provides an opportunity for you to be rewarded for your contribution 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 performance. 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 CornEd AlP covers all eligible CornEd employees and sse employees who are embedded in or 

dedicated to CornEd. 

This program is designed to reasonably insure that customers receive the benefits of reduced expenses and greater 

efficiencies in operations 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 AlP, you must meet each of the following requirements: 

• You must be classified as a salaried exempt or salaried non-exempt regular employee (not temporary or other 

classification, such as an intern, co-op or contractor) on the Company's payroll for at least 31 calendar days in 2011 
(and not be covered by an incentive plan provided in lieu of the AlP); and 

• 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 additional information. 

How Does the AlP Work? 

Generally, 2011 AlP awards will be determined based on the following calculation: 

Co'mEd 2011 AlP Information Guide 
April 2011 
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""The rPM range {or 
Corporate and Senior 
Subsidiary Officers is 
50 percent to 110 percent. 



What is new for CornEd in 2011 

Following are highlights of the key changes for 2011. Review this brochure for additional information. 

II The performance scale returns to the pre-2010 range and associated payoutlevels as follows: 
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"Threshold" pertormance is restored to the 50 percent payout level and is the minimum performance required 

before any payout may occur. 

The familiar "Target" pelformance level, replaces the "Plan" benchmark that had been created for 201 0, Target 

performance leads to a 100 percent payout 

"Distinguished" performance continues to be the highest performance level and leads to a 200 percent payout. 

II The Net Income (NI) Limiter is refined to better align rewards with operational excellence and cost management. 

Payout above "target" will be limited based on ComEd Operating Net Income performance, such that if KPI 

performance 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 Com Ed AlP KPI results payout is above 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 

over the 2010 plan year, for which Com Ed KPI results performance above the 50 percent payout level could not 

exceed actual Net Income performance. 

How CornEd Performance is Measured 

ComEd key pertormance indicators are an important component of your overall AlP award" The Company uses cost and 
operational KPls to measure its relative performance These KPls are called Funding KP/s, because they fund the AlP 
and establish the potential AlP payout available" 

Funding KPls 

• Funding KPls are made up of Com Ed cost and operational KPls The AlP for all Com Ed employees is equally 
weighted between cost and operational measures. 

• Cost performance is measured through two KPls: Operating & Maintenance (O&M) Expense and Capital 
Expenditures 

• There are five operational KPls: OSHA Recordable Rate, measuring ComEd employee safety, SAIFI, which measures 
the average frequency of customer outages" CAIOI, measuring the average duration of customer outages, Focused 
Initiatives & Environmental Index, measuring productivity and environmental commitment, and the Customer 
Satisfaction Index, measuring overall customer satisfaction 

"Com"Ei(:i:oil AIP""lriiormatio;:'"G",jide 
April 2011 
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Position 1'1 Example 

CornEd All Employees 

~ 
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" 
Operating Company and BUSlIleS$ Unit KPls 

- 10% CornEd OSHA Recordable 

25% 
Rate 

CornEd Operating 
CornEd O&M 

10% CornEd SAIFI 
Net Income ,,, 10% CornEd CAIDI 

Limiter 
CornEd Cap~al 

15% Focused Iniliatives & 
Environmenlallndex 

5% Customer Satisfaction Index 

CornEd Annual Incentive program subJectlo revIew and approval by CornEd Board ofO"eotofS 

Funding KP[ Performance Levels 

There are three levels of performance associated with each AlP Funding KPI. These levels are: 

Threshold: The minimum acceptable level of performance that must be achieved for employees to receive any 

payout (Le., 50 percent payout) on a Funding KPI. No payout will occur on a KPllhat does not achieve a 

threshold level of performance. 

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

Distinguished: The required performance level in order to achieve 200 percent payout (i.e., two times your 

target incentive opportunity) and the highest payout level available under the AlP. 

Funding KPls 1 

Total O&M Expense ($M) 

OSHA Recordable Rate 

. SAIF!:'2.5 B~ia)JTeihdd';~ . 
d~l~ge' Freq;:'~~·cy:.2 

CAIDI 2,5 Bela Method 
Outage Duration 2 

Customer Satisfaction Index 

$715.3 

1.54 

95 

.. f:JO% 

79 

$681.2 $613.1 

1.04 0.99 

89 85 

110% 

81 83 

1 KPI performance scale is rounded for illuslrative purposes. Performance goals and actual achievement may be carried out to 
addilional decimal places to determine final AlP award payout 

2 Threshold. Target and Distinguished levels weather normalized 

ComEd 2011 AlP Informalion G'~'ide'" 
April 2011 

25% 

25% 

10% 

10% 

10% 

15% 

5% 
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Net Income Limiter 

• The AlP includes a feature called the Net Income Limiter that may limit payout on the AlP based on CornEd's 
operating nel income performance. This feature ensures that any payout above target is aligned with the company's 
financial performance. 

II To the extent that performance on CornEd'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 CornEd for 2011, as follows: 

, Operating Net' 
, income ($M) 

$390,0 

$423,2 

~ Net Income 
Petformance % 

100% 

200% 

, Net Income ' 
L:imiter% 

120% 

200% 
(maximum) 

• 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 net income. 

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

< 100% 

(Below Target) 
---""---------"--------

100% 

125% 

150% 

175% 

200% 

CornEd 2011 AlP Information GUide 
April 2011 

Payout Percentage 

Not Applicable 

$ 390.0 M 100% 

$3900M 100% 

$406.6 M 150% 

$4066 M 150% 

S4232M 200% 

120% 

120% 

170% 

170% 

200% 
(maximum) 

Actual Composite NI Limiterdoes not apply because 
Payout % composite payout % is:: 100% 

'"-,-''''-,-''''''''' i"""",,,,,,,,,,,,,,,:,,,,,,,,,,,C''''''''-''''''i 

100% 

120% 

150% 

170% 

200% 

NI Limilerdoes not apply because aclual 
composite payout:: NI Payout Limit 

Payout Limited by Nettncome ",j""ore I 

NI Limiter does not apply because actual 
composite payout:: NI Payout Limit 

Payout Limited by Net Income Performance 

NI Limiter does not apply because actual 
composite payout:: NI Payout Limit 



Significant Event Curtailment 
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To ensure continued focus on critical business issues, your AlP payout may be subject to reduction if a significant adverse 
business event occurs. If CornEd has a Significant Event in 2011, payout on your AlP KPls 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 CornEd owned or managed equipment 
and determined ultimately to have been caused by a human periormance 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 and/or regulatory intervention or have a material adverse impact on earnings. The 
Significant Event gate determination will be made by the Com Ed President in concert with the CornEd Chief Executive 
Officer, by recommendation to the ComEd Board of Directors. 

Goal Weighting 

(I Generally, your Company Performance Multiplier (CPM) is calculated based on the financial, cost and operational KPI 
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. 

• 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 It, or zero percent, relative to your annual performance rating on a five~point rating scale (A, B+, B, B-, C). 

1'1 Your total AlP award, after application of ComEd Funding KPls, individual multipliers and all other adjustments, can 
range from zero to 200 percent of your individual target incentive opportunity. 

II You will not receive an award if your year-end performance rating is "does not meet expectations" (or its equivalent), 
or you are placed on but do not successfully complete a performance improvement plan by year end. 

III 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. (2) 

111 The IPM range for Exelon o(f;cers and certain senior subsidiar)l officers is 50% to 110% 

I" ThiS proviSion does not apply 10 Exelon officers and certain senior subsidiary officers, Since the Compensation Committee of the Board of Directors 

approves their awards. 

When You Will Receive Your Award 

You will receive your AlP award, less applicable federal, state and local tax withholding, no later than March 15, 2012. 

ComEd 2011 AlP Informa)lOn Guide 
April 2011 
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What Happens if Your Status Changes During 2011 

",: ,:~ 'Status change ' Impact on your award ' 
~~"'~ ~, ~ 

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

Retirement (age 50 or older with 10 or more years of 

pension service) with no severance plan eligibility. 

commencement of benefits under a long-term disability 

I and/or ",,"kll""', 

Involuntary separation or qualifying voluntary separation 

pursuant to a severance plan including retirement eligible 
employees 

A prorated award 111 will be calculated subject to your eligible 

Your current year AlP award is calculated based on the level you were 

Your AlP target opportunity reverts to that of 

A prorated award (1), (4) will be calculated subject to your eligible 

classification on the Company's payroll for at least 31 days, 

Eligibility and amount of award determined under applicable 
severance plan. Exelon Corp. Severance Benefit Plan generally 
provides prorated award 111.141, subject to elimination if employee is 

rated "off track"' or "does not meel expectations" or has been placed 

on but has not successfully completed a performance improvement 
plan (PIP). 

(1) In the case of exempt lull·llme positions. prorated awards are calculated using the number of days you are an active employee on the payroll. divided by 365. For nOn­

exempt and/or part·llme pOSitions. a prorated award is calculated using your IncenHve-eliglble earnings (e.g .. base pay. and eligible overtime and shtrt premium) for the 

perIod that yOlJ are eligible during the year 

(2) In the case of a military leave during which an employee is eliglbl~ to receive a base pay dirfefential. the employee is deemed to be on a paid leave and hiS or her 

eligible earnings WJII be caloulated based on hu;/her rate 01 pay in effect immediately preceding the qual,ly,ng milltJry leave and prorated accordingly 

13) Does net Indude receipt 01 partial benefits under a long.term disability plan while continUing to work on a reduced schedule and receive pay as an aotlve employee 

14) Prorated award is based on a toO percent IPM. ifapplicabte 

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 SAlOl, which is the product of SAIFI 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 5 years of 
historic SAlOl per day data. 

ComE';i '2011 AlP Information GUide 
April 2011 
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CUSTOMER SATISFACTION INDEX - The customer satisfaction goal will be based on CornEd's performance on the 
following three equally-weighted customer satisfaction metrics: ACSI Proxy, Contact Cenier Satisfaction and New 
Business Satisfaction. The ACSI 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 CornEd's 
research supplier. The score for each customer segment is based on the results from three survey questions: overall 
satisfaction, meeting expectations, and closeness to the ideal energy utility company. The score for Com Ed 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 AlP, 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 during a call to the Com Ed 
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 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 
satisfied." The surveys include all types of transactions (e.g., billing, credit, outage, 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 calls during the quarter. This metric is reported 
quarterly. Under the 2011 AlP, 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 New Business. The score is based on the results of a mail-administered survey. It is 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 reported monthly. Under the 2011 AlP, 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 November 30,2011. 

DEDICATED EMPLOYEE - Practice area employee on the SSC payroll who has been identified as primarily supporting 
one 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 operations 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 (EEPS). 

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 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. Budgeted 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 measured as a simple average of the 
productivity/performance measures for each initiative. 

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

OSHA RECORDABLE 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 

CornEd 2011 AlP Informalion Guide 
April 2011 
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work or motion, transfer to another job, or medical treatment (not firs! aid). This metric is calculated based on the 
exposure of 1 00 full-Ume workers, using 200,000 hours as the equivalent. (Total of OSHA cases X 200,000 I Total Hours 
Worked). 

SAIFI (IEEE 2.5 BETA METHOD) - System Average Interruption Frequency Index (SAIFI) 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 lasting 5 minutes or less in duratlon, and planned interruptions. Major events are defined as 
any day where the SAlOl, which is the product of SAIFI and CAIDI, is 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 
SAlOl per day data. 

TOTAL CAPITAL EXPENDITURES - Capital expenditures, as defined in the capitalization policy. This metric includes 
functional group costs for embedded functions and SSC transactional costs, but excludes sse corporate allocation costs 
(I.e. Supply), Information Technology Council (ITC) Reserves allocations, pensions, other post-retirement employee 
benefits (OPES), 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 CEO to the Exelon 
CEO 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: AFUOC, 
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 AlP Panel. 

TOTAL OPERATING AND MAINTENANCE (O&M) EXPENSE - Operating and Maintenance (O&M) Expenses for 
departments. This metric includes functional group costs for embedded functions and SSC transactional costs, but 
excludes SSC corporate allocation costs (i.e. Executive Services), Information Technology Council (ITC) Reserves 
allocations, pensions, other post-retirement employee benefits (OPES), 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 Corporate Finance. The exclusion for storm costs 
may be denied by recommendation of the Com Ed CEO to the Exelon CEO 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 Com Ed, including but not 
limited to: Energy Efficiency and Demand Response Adjustment Rider (Rider EDA), Supply Administration Charge Rider 
(Rider SAC-PEl, Temporary Services, IPP Interconnection studies, mutual assistance provided to another company for 
storm restoration, consulting fees related to tax and legal settlements. 

Important Information: 

II This informational guide is intended to provide an overview of the 2011 Com Ed Annual Incentive Program. In the 
event of any inconsistency between this guide and the formal program document, the formal document will control. 

II The Com Ed CEO 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 action of the CEO or the Soard of Directors and may be 
terminated at any time by action of the Board of Directors. 

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

Com'Ed' iO'-i'i"'Ji'i'p' j'n'iorm'a'ii'on Guide 
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Questions? 

Contact your Human Resources Generalist. 

Award Calculation - For Illustrative Purposes Only 
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Refer to the following page for an example of an AlP calculation for an exempt employee 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 nol apply. This sample 
provides three examples of the Individual Performance Multiplier (I PM) application, under Step 3 of the calculation. 

Sample 2011 Award Calculation 

St~p 1: DetermIne the company perionnance rnl1!1ipliar (CPM): 

Stop 1A • C~leulate lhe perform' nco of CornEd 
Funding KPls ComEd FUnding KPls 

25% Funding on CornEd O&M Expense KPI CornEd O&M E.pen,. 

25% Funding on CornEd C.pll.1 Spend KPI CornEd C'pil.1 E.".,nditu"" 

50% Funding 00\ CornEd Operation.1 KPI. CornEd Op".'lo~.' Kp,s 

Slcp lB. ApplySlgnl~c.n' Evenl Curtallmenl,;1 
'pplloable, 10 Ihe TOI.I Fun~lng KPI Payout In this 
case, no curtailment has occu,"'~. 

C""EO"AIFI(O'''!?''P<'''"~'"'''''I 

Com,," eM" [m'n' .... ) 

Comp,nyPorfmm.nce Multiplier (CPMI Comp.ny Performance Multiplier 

S!.p 1C .ApplyNot Income (I'll) Umiter. In Ihis 
e .. mple, tho CornEd Fun~ing KPI po~<>rmaoc~ IS 
g,oa!or!ho" t"~ 100% payout l.v.1 .no Oporaling 
Net Income I. S390.~M.lirniting lhe payout to 120% 

St. p 2 • MUlt;,Iy the t'''got incentive 0 pP<l"unityof 
S10,~OO by the Fin.l CPM 

prollrnioa<yAIPAward 

ApplyNI Urnit"r 

I" ",,, .. ,mpl •• the tI, Lim,te, doe, no' ,mpao, the P"O"' 
""o"",e 100 act".1 oompo';lo p.yout % is.'; 'Oe NI Payo"t ~'mi, 

Step 2: Calculate the base award: 

Exampl., Emp'oy",', A'? O';9,bl. , .. ","~,;, S10.000 wi'h a 
1511 '''ge';n'On''"< op".,,,un;'y Th. ' .. ge' inoen',o. 
oppo~un;'y amo"o,,, $70.000, 15%' ,,0,500 

Go,IWelght 

'" 
'" 
W% 

'" 
'" '" --"_%_-
,00% 

tle"n,ome 
Payo"' Li",,, 

laili2QiQ'%1-¥;! 

T'''9<t 
I"eon';'o 

$tO.500 

KP' Pe,'o'm'o~ 
I Payou' % 

100,0% 

100,0% 

1050% 

110,0% 

1100% 

175,0% 

125.0% 

CDmEdF"od'"g 
KP'P,yo"tll 

b.lor.tlILim;'., 

115.0% 

Step 3: Apply the individual performance multiplier (IPM) to the base award to detentline the fin31 AlP 3ward: 

Slep J. MUlloplythe baso aw,," by the IPM. Tho 
IPM can range botwo"n 50% and 120'/,. 

IPM example 1 . Final AlP Aw"," 

IPM Example 2· Fin.1 AlP Award 

IPM Examplo 3. FI~.I AlP Award 

CDmEd 2011 AlP InfDrmation Guide 
Apnl2011 

IPM E~amplo 1 • the employee's IPM is ~O% 

IPM EX3mpie 2·!h~ ~mployee's IPM is 100% 

IPM Example 3· the employ~e's IPM is 110% 

P,.',,"'"'ryA'P 
M,.,d 

~ 
Pr.I;m,oaryAW 

Aw.,d 

~ 
p,.',m,na,yA'P 

Aword 

~ 

90% 

100% 

110% 

Prol;""n."! 
We'ghted Payou, % 

(GoaIWo.,h" 
P",out %1 

250% 

250% 

105% 

110% 

110% 

26.3% 

;." 

115 0% 

115.0% : 

CornEd Fuod;ng KP' 
Pa,o"'11 Altor 

Appllo.'iDnorNI 
Um,te, 

P,el;m""ryAIP 
Aw .. d 

$12.075 

S10.868 

10 



What is new for CornEd in 2011 
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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-201 0 range and associated payout levels as follows: 

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

The familiar "Target' performance level, replaces the "Plan" benchmark that had been created for 2010. 
Target performance leads to a 100 percent payout 

"Distinguished" performance continues to be the highest performance 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 on Com Ed Operating Net Income performance, such that if KPI 
performance 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 Com Ed AlP KPI results payout is above 100 percent and the 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 over the 2010 plan year, for which ComEd KPI results performance above the 50 percent payout 
level could not exceed actual Net Income performance. 

Funding KPls 1 

Total O&M Expense ($M) $715.3 $681.2 5613.1 

'''Jot~FC;ij~ii~LE~penditure.s ($M) 

OSHA Recordable Rate 1.54 1.04 0.99 

'," SAIFI'2:5,Beta'Method 
1'.09 0.94 0.90 

";, "6u,iag~.Fr~qu'e"ii~:l 
CAIDI 2.5 Bela Method 

95 89 85 
Outage Duration 2 

'" ", .. , 

"'f~6u~'~d J rii\ia:ti~~~ :&'":E'nC;i6~'~~~i~j 'j~d ex 1000/0 11.0% 

Customer Satisfaction Index 79 81 83 

, KPI performance scale is rounded for illustrative purposes. Per!orm~nce goals and actual aohl~v~menl may be carried oul to 
additional deoim~1 places 10 determ,ne final AlP award payout 

'Threshold, Target and Distinguished levelS wealher normalized 

25% 

10% 

10% 

10% 

15% 

5% 



Award Formula 

x 

• Cumulative Base Pay 

• Overtime 

• Certain premiums 

Net Income Limiter 

= 

• 50% CornEd cost KPls 

• 50% GornEd operational KPls 
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AlP Award 
Amount 

" " 

-100% to Significant Even! Curtailment 

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

To the extent that performance on CornEd'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 CornEd for 2011, as follows: 

$390.0 100% 

$423.2 200% 

120% 

200% 
(maximum) 

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

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

Payout Percentage 

Impact of Net Income L,miter 

, , 

I; ; 

-2 - Apnl2011 



Significant Event Curtailment 
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To ensure continued focus on critical business issues, your AlP payout may be subject to reduction if a significant 
adverse business event occurs. If CornEd has a Significant Event in 2011, payout on your AlP KPls 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 CornEd 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 and/or regulatory intervention or have a material adverse 
impact on earnings. The Significant Event gate determination will be made by the Com Ed President in concert with 
the ComEd Chief Executive Officer, by recommendation to the Com Ed Board of Directors. 

Change in department or Business Unit or Operating 

Company 

Company/Business Unit you are in on December 31, 2011. 

the case of a Company and/or pay cycle change that occurs 

during the final pay period of the year, your award will be 

calculated based on the department and Operating 

(1) In the case of represented positions. a prorated award is calculated using your incentive-eligible eamings (e.g .• base p~y. and eligible overtime 

and shill premium) for the period that you are eligible during the year. 

(2) tn the case of a military teave during which an employee is etlgible to receive a base payditferential. the employee IS deemed to be on a paid 

leave and his or her eligibte earnings witl be calculated based on his/her rate 01 pay in effect immediately preceding the qualifying military leave 

an~ prorate~ accordingty. 

-3 - Ap-1I2011 



Glossary of Terms 
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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 SAlOl, which is the product of 
SArFI 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 5 years of historic SAlOl per day data. 
CUSTOMER SATISFACTION INDEX - The customer satisfaction goal will be based on ComEd's performance on 
the following three equally-weighted customer satisfaction metrics: ACSI Proxy, Contact Center Satisfaction 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 
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 AlP, 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 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 
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 satisfied." The surveys include all types of transactions (e.g., billing, credit, 
outage, 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 calls during the quarter. This metric is reported quarterly. Under the 2011 AlP, 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 New Business. The score is based on the results of a mail-administered survey. It is 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 reported monthly. Underthe 2011 AlP, 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 November 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 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 operations 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 (EEPS). 
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 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 
Budgeted 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 measured as a simple average of the 
productivity/performance measures for each initiative. 
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Glossary of Terms (continued) 
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OPERATING NET INCOME - Generally Accepted Accounting Principles (GMP) Net Income, excluding other 
exclusions determined by Exelon Corporate Finance. 
OSHA RECORDABLE 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 to another job, or medical treatment (not first aid) This metric is calculated 
based on the exposure of 1 00 full-lime workers, using 200,000 hours as the equivalent (Total of OSHA cases X 
200,000 I Total Hours Worked). 
SArFf (IEEE 2.5 8ETA METHOD) - System Average Interruption Frequency Index (SAIFI) 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 lasting 5 minutes or less in duration, and planned interruptions. Major events 
are defined as any day where the SAlOl, which is the product of SAIFI and CAIDI, is 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 SAlOl per day data. 
TOTAL CAPITAL EXPENDITURES - Capital expenditures, as defined in the capitalization policy. This metric 
includes functional group costs for embedded functions and SSC transactional costs, but excludes SSC corporate 
allocation costs (I.e. Supply), Information Technology Council (ITC) Reserves allocations, pensions, other post­
retirement employee benefits (OPES), 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 CEO to the Exelon CEO 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 Com Ed, 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 AlP Panel. 
TOTAL OPERATING AND MAINTENANCE (O&M) EXPENSE - Operating and Maintenance (O&M) Expenses for 
departments. This metric includes functional group costs for embedded functions and SSC transactional costs, 
but excludes SSC corporate allocation costs (i.e. Executive Services), Information Technology Council (ITC) 
Reserves allocations, pensions, other post-retirement employee benefits (OPES), 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 Corporate Finance. The exclusion for storm costs may be denied by recommendation of the Com Ed CEO 
to the Exelon CEO within 30 days of completion of the storm jf 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 Com Ed, including 
but not limited to: Energy Efficiency and Demand Response Adjustment Rider (Rider EDA), Supply Administration 
Charge Rider (Rider SAC-PEl, Temporary Services, IPP Interconnection studies, mutual assistance provided to 
another company for storm restoration, consulting fees related to tax and legal settlements. 
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• This informational guide is intended to provide an overview of the 2011 CornEd Annual Incentive Program. In 
the event of any inconsistency between this guide and the formal program document, the formal document will 
control. 

• The CornEd CEO and Board of Directors, in the exercise of their sale 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 action of the CEO or the Board of 
Directors and may be terminated 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 to reasonably insure that customers receive the benefits of reduced expenses and greater 
efficiencies in operations 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. 

April 2011 
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An Exe!on Company 
CornEd Long~Term Incentive Program 

2010 - 2012 Program Summary 
And 2011 Milestones 

Program Approach 
Consistent with the Illinois Commerce Commission's determination that only compensation for metrics 
that are tied to customer benefits are recoverable in rates, the CornEd Long-Term Incentive Program 
("L TIP") for the 201 0-2012 performance cycle is based on CornEd'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. In addition, the total ComEd L TIP payout may 
be modified at the discretion of the ComEd Chairman and CEO and Board of Directors, based on the 
overall performance of the Company and the prevailing economic environment at the time of the award. 

Who Is Eligible 
Officers and executives of ComEd are eligible to participate. Awards are based on actual results and the 
number of days in an eligible posltion. 

How the Program Works 
Individual long-term incentive target values in the Com Ed L TIP are aligned to individual Exelon target 
values for similar roles. 
An award pool equal to the total of the annual target awards is established at the beginning of each year 
of the three-year performance 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. 
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 continued employment 

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

SAIFI. CAIOt. and OSHA Recordable 

Index I Employee 

ComEd Goals related 10 Exelon 2020 25% 

1~:J:,~~~":,:2012 CornEd actual SAIFI should be wilhin t 51 quartile If . Actual CornEd CAIDI should be within 2nd quartile 
i t 1st quartile performance. CornEd OSHA actual 
,t list quartile performance 

I'Y "",C,,"'" w'''11 meet or exceed each of its annual commitments 
support Exelon 2020 

·1· 



2011 Milestones 
The second year milestones are shown on the chart below. 

b.mc",,,,, Co", (O&M and Capital) 

IC"""Alc', CAIC>lI" and OSHA Recordable 

I Periormance Index 

Engagement Index I 
Communication Index 

I j I 

CornEd Total Cost' at $1.523.4M 
(Threshold: $1,599.6 / Distinguished' Sl,371.1) 

CornEd SAIFI 2.5 
(Threshold: 1.09 I 

CornEd GAIDI 2.5 Bela Method' 89 
(Threshold: 951 Distinguished: 85) 

OSHA Recordable - 1.04 
(Threshold: 1.541 Distinguished: 0.99) 

2010 OPt codes and 
target specific areas for improvement 

Employee Engagement Index - 66%! 
Employee Communication Index· 48% 

• Achieve GHG Net Emissions of 60,298 metriC tons 2011 
• Maintain ISO 14001 Certification in 2011 

, Consistent with the Annuallncenlive Program (AlP), CAIDI and SAIFI goal targats were established using 
the IEEE 2.5 Beta Method ComEd (and IEEE) believes the 2.5 Beta Method is a beller indicalor of normal 
operations. 

Payout and Vesting Schedules -Illustrative Example 
Actual award payable for each year in the performance cycle can range from 0% to 200% 

One-third of the award is paid out when awarded; the remaining two-thirds vests over the next two years. 

,I 

1" third of 2011 award 2" third of 2011 award 
1" third of 2012 award 

,2· 
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Special Situations 

~ 1] ,,~**, 
. Status Change . 

New participant (New hire or promotion to an 
eligible position) 

Demotion from an eligible position 

Promotion or demotion within eligible positions with 
different targets 

Termination by reason of involuntary separation 
(other than for cause), long term disability, death or 
normal or early retirement under the terms of the 
applicable qualified or non-qualified pension plan 
(minimum of age 50 and 10 years of service) 

Unpaid leave of absence 

Termination for cause or voluntary separation 

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

Change-in-control 

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

. . Impact on Your Award 

Your award will be prorated based on actual results and the 
number of days you were in an eligible position. 
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Your outstanding awards will vest normally, contingent upon 
continued employment with the Company. Your award will be 
prorated 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. 

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

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

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

You will forfeit any non-vested awards; not eligible for current 
year award. 

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

Outstanding awards vest upon "double trigger" (I.e. involuntary 
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 a six-month wait. 

The amount of the senior executive's award for the year will be 
the lesser 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 to the terms and conditions of, the Commonwealth Edison Company long-Term 
Incentive Plan 

·3· 
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Exelcm .. 

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 
ExeJon's financial and operational success and whose retention is critical to long-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 below 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 value 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 grants are awarded based on an employee's position, performance, 
and the expected value of the award. 

Generally, awards issued under the Program are paid in shares of Exelon common stock 
and vest incrementally over three years, subject to your continued employment. One­
third of your award will vest on the date the Compensation Committee of Exelon's Board 
of Directors 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 reinvested in 
additional shares and payable upon vesting. Upon vesting, you will receive payment in 
shares, net of tax withholding, deposited in book entry form to an account established in 
your name with the Program's transfer agent. 



What Happens if Your Status Changes 
Status change I Impact on your award 
New participant (New hire or You may receive future Restricted Stock awards. 
promotion to an eligible position) 

Transfer or demotion to an Your non-vested awards vest normally, contingent upon 

ineligible position 
continued employment with the Company. No future 
Restricted Stock awards will be granted. 

Promotion, transfer or demotion Your non-vested awards vest normally. contingent upon 

within eligible positions with 
continued employment with the Company. You may receive 

different award levels future Restricted Stock awards based on the target award 
opportunities established for your new position. 

Termination by reason of long 
term disability, death or retirement Your non-vested awards will be subject to accelerated vesting 
(minimum of age 50 and 10 years and payment upon termination. 
of service) 

Unpaid leave of absence 
Your non-vested awards vest normally, contingent upon 
continued employment with the Company. 

You will forfeit any non-vested awards, unless you would be 

Involuntary separation, other than 
eligible for retirement (see above) or your separation occurs 

for cause 
within two years after a change in control of the Company, in 
which case vesting and payment will be accelerated upon 
termination. 

Termination for cause or voluntary 
You will forfeit any non-vested awards. separation 

The program will be administered in compliance with, and the 
timing of all payments is subject to, any applicable 

Compliance with Section 409A of requirements of section 409A of the Internal Revenue Code 
the Internal Revenue Code (e.g., payments to a "specified employee" upon termination 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 established thereunder (copy 
available on My Total Compensation web site). In the event of any inconsistency 
between the formal documents and this summary, the formal documents will be 
controlling 

2 
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