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Purpose

Scope

Meijer values its team members. Treating people with dignity and respect
is a cornerstone of the Meijer culture. While we hope that your
employment relationship will be free from problems, we redlize that at
times conflicts and disputes may arise even in the best work environment.
We believe that it is important to resolve those conflicts and disputes as
fairly and quickly as possible. That iswhy we have adopted the Meijer
Team Member Dispute Resolution Procedure (“DRP”).

The DRP isintended to provide a way to resolve disputes and claims
fairly, impartially, efficiently, economically and privately. It isaso
intended to be an exclusive, mandatory, final and binding method of
resolving such disputes.

The DRP has a variety of methods to air and resolve almost every kind of
workplace problem — from minor, everyday misunderstandings to claimed
violations of legally protected rights. The DRP includes dispute resolution
methods that range from informal, internal ways to resolve disputes to
more formal external methods. The DRP includes several voluntary
methods as well as mandatory, final and binding arbitration. It also
includes a set of rules for arbitration.

The DRP generally appliesto al full-time and regular part-time team
members* in the company, except for officers of the Company. As noted
below, however, some of the voluntary methods to resolve disputes are
only available to certain classifications of team members. In addition, the
DRP does not apply to team members who are covered by any collective
bargaining agreement, except to the extent permitted in the applicable
collective bargaining agreement or lawfully imposed by the company
when no collective bargaining agreement is in effect.

(* The phrase “team member” is used in this document to refer to all
Meijer employees, including team leaders and other supervisors and
managers.)
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General

The DRP does not limit or restrict in any way your legal right to file
claims or charges with federal administrative agencies, such as the
National Labor Relations Board ("NLRB”) or the Equal Employment
Opportunity Commission (“EEOC”), or other similar state or local
administrative agencies.

The effective date of the DRP is March 22, 2004. The DRP replaces all
other dispute resolution policies or procedures that were in existence prior
to the effective date.

By accepting employment with the company and/or by continuing your
employment after the effective date of the DRP, you and the company
mutually agree to be bound by the terms of the DRP and to resolve al
claims defined in the DRP as subject to arbitration through mandatory,
final and binding arbitration, instead of through litigation in court. That
means arbitration is your sole and exclusive means for resolving such
disputes.

Because circumstances change, the company may amend the DRP,
including the Arbitration Rules, from time to time by giving thirty
calendar days notice to team members. Of course, any amendments will
not apply to any claims that arose prior to the date of the amendment. By
continuing your employment after receiving notice of any amendments,
you and the company mutually agree to be bound by those amendments.
The company may also terminate the DRP at any time by giving thirty
calendar days notice to team members. Again, the termination of the
Procedure shall not apply to any claims that arose prior to the date of
termination.

NO RETALIATION POLICY

The only way the DRP can be truly effective is if team members can use it
with confidence. Therefore, no team member will be subject to any form
of discipline or retaliation for initiating or participating in good faith in
any process or proceeding under the DRP. Any team member who
retaliates against another team member for using the DRP will be subject
to discipline, up to and including discharge.

Responsibilities and Procedures

THE VOLUNTARY METHODS
TO RESOLVE CLAIMSAND DISPUTES
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A variety of different voluntary methods to resolve disputes are
listed below. We encourage you to use these methods as soon as you have
aproblem or dispute. Remember, the sooner you bring a problem to
leadership’s attention, the easier it usually is to resolve. We encourage you
to use the Open Door Policy before using any of the other methods to
resolve disputes in the DRP because it is usualy fast and often resolves
the problem. If you are unable to resolve your problem through the Open
Door Policy, we suggest that you next discuss it with a Human Resources
Representative. If that representative cannot help resolve your problem, he
or she may discuss other appropriate voluntary methods with you, such as
peer review, termination review or non-binding mediation.

If at any time you have questions about any of these voluntary
methods to resolve disputes please call the Human Resources
Representative for your unit. Thisinformation is available on the InfoNet
or your unit director or the unit administrative assistant will be able to tell
you who thet is.

THE OPEN DOOR POLICY

Who can useit? All team members can use the Open Door Policy.

Which disputes are covered? The Open Door Policy can be used to
try to resolve any workplace problem or claim.

How does it work? The company’s longstanding Open Door Policy
guarantees that all doors are open to you within the company to discuss
and to try to resolve any work place problems without fear of retaliation or
reprisal. We encourage you to first discuss any problems with your first
assistant. Because this person is close to your situation, he or she may
aready be aware of the problem, or may be in a position to offer a new
perspective or new facts that may be helpful to resolve the problem. If
your first assistant is part of the problem, or if for any reason you are
uncomfortable reviewing the problem with him or her, you may take the
problem to the next higher level of leadership, or any level of leadership as
needed to solve the problem.

Isthere a time limit? No, there is no time limit to use the Open Door
Policy. However, we encourage you to bring any problems to leadership’s
attention as soon as possible. This isimportant to enable leadership to
conduct any necessary review and to try to resolve the problem quickly
and fairly. Often, the longer you wait the more difficult it becomes to
resolve the problem.

Isthere a cost? No, there is no cost to you to use the Open Door
Policy.
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REVIEW BY A HUMAN RESOURCES REPRESENTATIVE

Who can useit? All team members covered by the DRP can request
areview by a Human Resources Representative.

Which disputes are covered? Review by a Human Resources
Representative can be used to try to resolve any workplace problem or
clam.

How does it work? A Human Resources Representative will talk to
you about the problem, either by telephone or in person, and will try to
help you find a solution. Depending on the situation, the representative
may investigate the facts and recommend a solution to you and the
company or may recommend that you use or re-try the Open Door Policy
or one of the other voluntary options, such as peer review or mediation, if
applicable.

How do | request it? If you work in aretail unit, you should contact
your Regional Human Resources Representative. If you work in
distribution, manufacturing or a corporate office, you should contact your
Corporate Team Relations Representative. The telephone numbers for
these representatives are available online on the InfoNet or in the printed
directory or may be obtained from your unit director.

Isthere atimelimit? No, there is no time limit on requesting a
review by a Human Resources Representative. However, we encourage
you to bring any problems forward as soon as possible. This is important
to enable the representative to conduct any necessary review and to try to
resolve the problem quickly and fairly. Often, the longer you wait the
more difficult it becomes to resolve the problem.

Isthere a cost? No, there is o cost to you to request areview by a
Human Resources Representative.

PEER REVIEW

Who can useit? You can request a Peer Review if you have
completed your probationary/mutual evaluation period and you are an
hourly team member at Store 33 in Traverse City, Michigan, an hourly
team member in Illinois or an hourly team member in Indiana (except
Stores 167 and also 220).

Which disputes are covered? Peer Review can be used to try to
resolve any claim or dispute involving discipline, discrimination or
discharge.
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How does it work? Peer Review isareview of your claim or dispute
by a panel of team members consisting of three hourly team members, two
team leaders and a Human Resources Representative. The Human
Resources Representative serves only as a nonvoting moderator of the
panel. The other five members each have one vote. (After you request a
Peer Review, the company will contact you to select a peer review panel
and to arrange a mutually agreeable time for the peer review to take
place.) You will be able to pick all five voting members of the peer review
panel from alist of qualified volunteers at your unit.

When you meet with the peer review panel, you will have an
opportunity to explain your position to the panel and to present other
relevant information and evidence, such as witnesses and documents.

Y our unit director (or designee) will explain the company's position and
present any information or evidence for the company. Neither you nor the
company will be allowed to have an attorney or other third-party
representative at the peer review. Y ou may, however, ask another team
member or team leader to be present to assist you at the peer review.

After the peer review hearing is completed, the panel will go into
closed session to discuss the case and to make a recommendation. The
panel will decide on its recommendation by a mgjority vote conducted by
secret ballot. In making its recommendation, the panel may not change
company policy or procedures. The panel will record its recommendation
on a Peer Review Form and give you and the company a copy. The panel
will not revea the vote totals to you - only the magjority recommendation.

In cases involving discipline, the recommendation of the peer
review panel isfina and binding on both you and the company and there
is no further appeal. In cases involving discrimination or discharge the
panel’ s recommendation is advisory only. However, if both you and the
company agree in writing to accept the recommendation of the peer
review panel, the panel's recommendation becomes final and binding on
both parties.

All information presented or discussed at the peer review hearing is
strictly confidential and may not be discussed outside the hearing, except
withyour legal counsel or other representative and with appropriate
administrative agencies. Anyone who violates this confidentiality rule will
be subject to disciplinary action, up to and including termination. The peer
review panel's recommendation to the parties is not admissible in any
subsequent arbitration hearing.

How do | request it? Y ou should submit a Peer Review Request
Form to your unit director. These forms are available from your unit
director or unit administrative assistant.
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Isthere atimelimit? You are guaranteed a peer review hearing if
you request a Peer Review no later than 30 calendar days after your
complaint arose. In cases of discipline or discharge, this means no later
than 30 calendar days after you received notice of the discipline or
discharge. If you request a Peer Review more than 30 calendar days after
your complaint arose, the company may agree to provide a peer review
hearing, but will not guarantee it.

Isthere a cost? No, there is no cost to you to use Peer Review.

TERMINATION REVIEW

Who can use it? Any Office, Management or Professional (OMP)
team member who has completed the applicable probationary period can
request a Termination Review.

Which disputes are covered? The Termination Review option is
only for complaints involving termination of employment.

How does it work? Y ou can ask the company to designate a Human
Resources Representative who was not involved in the decision to
terminate your employment to review the company’s decision. The
representative will investigate and review the circumstance surrounding
the termination and will have the authority to reverse or otherwise modify
that decision. After conducting this review, the representative will share
with you the results of his or her investigation and the decision. This could
include a decision to reinstate you with or without back pay, to reduce the
discharge to discipline, to uphold the original decision or to offer a
settlement.

How do | request it? Y ou should mail awritten request for a
Termination Review to the following address: Administrator of Dispute
Resolution Services, Meijer Human Resources Department, 2929 Walker
NW, Grand Rapids, M1 49544. The written request should include your
name, address, telephone number, social security or employee id number,
unit where you worked and a short statement of your claim or claims.

Isthere atimelimit? You are guaranteed a Termination Review if
you request a Termination Review no later than 30 calendar days after you
received notice of your termination. If you submit your appeal more than
30 calendar days after your termination, the company may agree to
conduct areview, but will not guarantee it.

Isthere a cost? No, there is no cost to you to use the Termination
Review option.
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NON-BINDING M EDIATION

Who can useit? All team members covered by the DRP can request
non-binding mediation. However, it can only be used if both you and the
company agree in writing to do so.

Which disputes are covered? Mediation can be used for any dispute;
however, it is generally used only for disputes based on legally protected
rights, such as discrimination and discharge claims.

How doesit work? Mediation is a meeting a which you and
company representatives discuss the dispute with a neutral person from
outside the company, called a mediator. Mediation is often highly
successful at resolving disputes. It provides the opportunity for both sides
to tell their story to a neutral third party and to each other; it helps reduce
feelings of hostility; it helps to separate emotional issues from factual
issues; it promotes discussion of creative solutions; it helps people work
things out for themselves; and, it offers an opportunity for solutions that
are good for both the team member and the company.

Mediation is non-binding. This means that the mediator will help
the parties to reach a settlement and can make recommendations to the
parties, but cannot force a settlement. However, if the parties reach an
agreement, the terms of the agreement will be put in writing to be signed
by the parties. The signed agreement is final and binding on the parties.

How do | request it? If you work in aretail unit, you should contact
your Regional Human Resources Representative to request mediation. If
you work in distribution, manufacturing or a corporate office, you should
contact your Corporate Team Relations Representative. The telephone
numbers for these representatives are available online on the InfoNet or in
the printed directory or may be obtained from your unit director.

Isthere a time limit? No, there is no time limit on when you or the
company can request mediation.

Isthere a cost? No, there is no cost to you to use non-binding
mediation. The company will pay the full cost of mediation, unless the
parties agree otherwise.

MANDATORY ARBITRATION

FINAL AND BINDING ARBITRATION BY A NEUTRAL ARBITRATOR

Who must use it? Mandatory arbitration applies to all team members
except officers of the Company and team members covered by a collective
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bargaining agreement, unless the collective bargaining agreement provides
for arbitration under the DRP.

Which disputes are covered? Generaly, you must submit claims
involving legally protected rights arising out of or related to your
employment and/or separation from employment to final and binding
arbitration. Arbitration Rule 1 defines those claims that are subject to
mandatory arbitration and Arbitration Rule 2 defines those claims that are
not subject to mandatory arbitration.

How does it work? Arbitration is a private dispute resolution process
in which adispute is presented to a neutral third party, called an arbitrator,
for adecision that is final and binding on both parties. The arbitrator
makes this final and binding decision after both sides present their
witnesses, evidence and arguments at an arbitration hearing. Although
arbitration is less formal than a court trid, it isan orderly proceeding
governed by rules of procedure and legal standards of conduct. The
Arbitration Rules set forth below will govern any arbitration pursuant to
the DRP.

Litigation of disputesin court often takes years and is often very
time consuming, costly and frustrating for both parties. Arbitration isa
fair, cost-effective and expeditious means of resolving such disputes. With
arbitration, disputes are usually resolved in months, rather than years.

Isthere a cost? Although the company generally pays for al of the
costs of arbitration, you may have some costs. For example, you will have
to pay amodest filing fee. In addition you will have to pay the fees for any
representative or expert, unless the arbitrator orders otherwise in
accordance with applicable law. All of the costs and fees associated with
arbitration are set forth in Rule 26 of the Arbitration Rules below.

ARBITRATION RULES

Rulel. Claims Subject To Arbitration

Except as otherwise limited in these Arbitration Rules, all clamsthat arise
out of or relate to the team member’ s employment and/or separation from
employment with Meijer and that concern legally protected rights for
which a court would be authorized by law to grant relief are subject to
arbitration.

Claims subject to arbitration include claims for violation of any federal,
state or local constitution, statute, ordinance, regulation or rule pertaining
to employment and claims of violation of the common law.
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Examples of specific claims subject to arbitration include, but are not
limited to, the following:

No

claims for unpaid wages or other compensation;

claims of wrongful or unjust discharge, including claims of
constructive discharge;

claims for breach of express or implied contract;

clamsfor violation of public policy;

employment-related tort claims, such as claims for
intentional/negligent infliction of emotional distress,
defamation, malicious prosecution, and wrongful
arrest/wrongful imprisonment;

claims of unlawful retaliation; and,

claims of employment discrimination, harassment or failure
to accommodate, including, but not limited to, claims based
on race, sex, age, national origin, religion, physical or
mental disability and marital status.

Further examples of specific statutory claims subject to arbitration include,
but are not limited to, claims arising under the following statutes: the Age
Discrimination in Employment Act (“ADEA”), Title VII of the Civil
Rights Act of 1964 (“Title VII”), 42 USC § 1981, the Americans with
Disabilities Act (“ADA”), the Fair Labor Standards Act (“FLSA”), the
Employee Polygraph Protection Act (“EPPA”) and the Family Medical
Leave Act (“FMLA").

Rule2. ClaimsNot Subject To Arbitration

The following claims and disputes are not subject to arbitration:

1.

clams for workers compensation and unemployment
compensation, except claims of unlawful retaliation or
discrimination for filing such claims are subject to
arbitration;

claims based on an employee pension or other employee
welfare benefit plans;

clams by Meijer for injunctive relief and/or other equitable
relief for unfair competition and/or the unauthorized
disclosure of trade secrets or confidential information or for
unfair labor practices, such as picketing and strikes;

claims about the content, establishment or amendment of
Meijer policies, procedures or practices,

claims about the manner in which Meijer decides to
organize its businesses, wage rates or salary structure, job
content or description;
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6. claims about the company’s decision as to the necessity for
or the magnitude of areorganization or reduction of the
workforce; and,

7. al other clamsthat do not concern legally protected rights
for which a court would be authorized by law to grant
relief.

Rule3. Procedureto Initiate Arbitration

A party shell initiate arbitration by serving a written notice of the intent to
arbitrate on the other party within the time limits set forth below.

The written notice should include the party’ s name, address, telephone
number, social security or employee id number, unit where the employee
works or worked and a short statement of the claim or claims.

If the team member elects arbitration, he or she must deliver or mail the
written notice addressed as follows. Administrator of Dispute Resolution
Services, Meijer Human Resources Department, 2929 Walker NW, Grand
Rapids, M| 49544,

If the company elects arbitration it must give written notice to the team
member at the team member’ s last known address.

Rule4. TimeLimit toInitiate Arbitration

Written notice of the intent to arbitrate must be delivered to the other party
or must be postmarked no later than six months from the date on which the
claim arose, or in the case of a claimed violation of a statute, within the
applicable statutory limitations period, whichever is longer. The failure to
give written notice of an intent to arbitrate within the applicable time
period shall, to the greatest extent permitted by law, constitute a waiver
and release with respect to the dispute and shall forever bar any claim
involving that dispute.

Rule 5. Number of Arbitrators

The dispute shall be heard and decided by one arbitrator.

Rule 6. Selection of the Arbitrator

Upon initiation of arbitration by either party, the company may, at its
option, promptly deliver or mail alist of proposed neutral arbitrators to the

team member. The arbitrators on the list will meet al of the qualifications
set forth in these rules.
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If the team member finds the list acceptable, the team member must
promptly notify the company in writing of that fact. The parties will then
confer in person or by telephone at a mutually agreeable time and choose
an arbitrator from the list by aternately striking names, the team member
striking first, until only one name remains. If the arbitrator chosen in this
manner cannot serve for any reason, the last arbitrator stricken on the list
shall be designated to hear the case.

If, for any reason, the team member does not want to choose the arbitrator
from the list sent by the company, the team member shall promptly notify
the company in writing of that fact. The parties shall then make a joint
request to the American Arbitration Association (AAA) to provide them
with apanel of at least seven arbitrators from its Employment Dispute
Resolution Roster for the region where the dispute arose. Upon receipt of
that list, the parties will confer at a mutually agreeable time in person or
by telephone and choose an arbitrator from the list by alternately striking
names, the team member striking first, until only one name remains. If the
arbitrator chosen in this manner cannot serve for any reason, the last
arbitrator stricken on the list shall be designated to hear the case.

If the parties choose the arbitrator through AAA, it shall be authorized to
administer the arbitration. These Arbitration Rules, however, shall govern
the arbitration and all proceedings related to it.

Each party shall be responsible for the timely payment of any filing and/or
other administrative fees assessed by AAA against the party.

Rule7. Qualifications of the Arbitrator

The arbitrator shall be experienced in the field of employment law, shall
be an attorney, shall not be employed by or affiliated with Meijer or any
related or affiliated company or entity, shall have no personal or financia
interest in the results of the proceedings and shall have no relation to the
underlying dispute or to the parties or their counsel that may create an
appearance of bias. Prior to accepting appointment, the prospective
arbitrator shall disclose al information that might be relevant to the
standards of neutrality set forth in this section or that may prevent a
prompt hearing.

Rule8. Representation

Any party shall have the right to be represented by an attorney or other
authorized representative.

Rule9. Communication with the Arbitrator
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There shal be no ex parte (one-sided) communication with the arbitrator
on any matter of substance or procedure, except for matters pertaining to
the scheduling of a hearing date, unless the parties and the arbitrator agree
to the contrary in advance of the communication.

Rule 10. Conference with the Arbitrator

The arbitrator may hold a conference at any time during the proceedings at
the request of either party or on the initiative of the arbitrator for the
discussion and determination of any matter of substance or procedure that
will expedite the proceedings.

Rule11. Date, Time and Location of Arbitration

The arbitrator shall have the authority to set the date and time of the
arbitration in consultation with the parties. The arbitration hearing will be
held as close as practical to the unit where the team member last worked,
unless the parties agree otherwise. The arbitrator shall have the authority
to resolve al disputes regarding the date, time and location of the
arbitration.

Rule 12. Postponements

The arbitrator may postpone any hearing upon the request of a party for
good cause and must postpone any hearing upon the mutual agreement of
the parties.

Rule13. Pre-hearing Discovery

The arbitrator shall have the authority to order such discovery, by way of
deposition, interrogatory, document production, or otherwise, as the
arbitrator considers necessary to a full and fair exploration of the issuesin
dispute, consistent with the expedited nature of arbitration. In ruling on
discovery disputes the arbitrator shall be guided by the Federal Rules of
Civil Procedure.

Rule 14. Witnesses and Attendance at Hearings

Witnesses shall testify under oath. Witnesses for each party shall submit to
direct and cross examination as approved by the arbitrator. The arbitrator
shall have the authority to sequester witnesses, other than a party, during
the testimony of any other witness. The arbitrator also shall have the
authority to decide whether any person who is not a witness may, for good
cause, attend the hearing.

Rule 15. Evidence/Subpoenas
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The parties may offer such evidence as is relevant and materia to the
dispute and shall produce al non-privileged evidence as the arbitrator
deems necessary to an understanding and determination of the dispute.
The arbitrator may receive and consider the evidence of withesses by
affidavit, but shall give it only such weight as the arbitrator deems it
entitled after consideration of any objection made to its admission. The
parties may agree or the arbitrator may direct that documents or other
evidence may be submitted to the arbitrator after the hearing. All parties
shall be afforded an opportunity to examine such documents or other
evidence and to lodge appropriate objections, if any.

The arbitrator shall be the judge of the relevancy, materiality and
admissibility of the evidence offered. Conformity to legal rules of
evidence shall not be necessary, but the arbitrator shall be guided by the
Federal Rules of Evidence. However, applicable federal law with respect
to privilege, including the attorney-client privilege, work product and
compromise and offers to compromise shall be followed.

The arbitrator may subpoena witnesses or documents upon the request of
any party.

Rule16. Order of Proceedings/ Burden of Proof

The arbitrator shall have the authority to determine the order and manner
of the proceedings and shall exercise that authority to afford a full and
equal opportunity to all parties to present any evidence that the arbitrator
deems material and relevant to the resolution of the dispute.

The parties shall bear the same burdens of proof and burdens of producing
evidence as would apply if their claims and counterclaims had been
brought in court.

Rule17. Record of Proceedings

Any party desiring a stenographic record shall make arrangements directly
with a stenographer and shall notify the other party of those arrangements
at least three days in advance of the hearing. The requesting party shall
pay the cost of the record. If the other party wants a copy of the record,
that party shall pay the cost of the copy. If the transcript is agreed by the
parties or determined by the arbitrator to be the official record of the
proceeding, it must be provided to the arbitrator and made available to the
other party for inspection at a date, time and place determined by the
arbitrator.

Rule18. Confidentiality
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All aspects of any arbitration pursuant to these rules, including the hearing
and record of the proceeding, shall be confidential and shell not be open to
the public unless the parties agree otherwise in writing or the law provides
to the contrary. The arbitrator shall maintain the confidentiality of the
arbitration and shall have the authority to make appropriate rulings to
safeguard that confidentiality.

Rule 19. Arbitration in Absence of a Party or Representative

Unless the law provides to the contrary, the arbitration may proceed in the
absence of any party or representative who, after due notice, failsto be
present or fails to obtain a postponement. An award shall not be based
solely on the default of aparty. The arbitrator shall require the party who
is in attendance to present such evidence as the arbitrator may require for
the making of an award.

Rule20. Motions To Dismissand/or For Summary Disposition

The arbitrator shall have the authority to consider and to decide motions to
dismiss and/or motions for summary judgement by any party and shall
apply the standards governing such motions under the Federal Rules of
Civil Procedure.

Rule2l. Post-Hearing Briefs

Each party shall have the opportunity to submit one post- hearing brief,
which is awritten statement of facts and law in support of its position,
unless the parties agree otherwise. The arbitrator shall have the authority
to set the time period for submission of post-hearing briefs in consultation
with the parties.

Rule22. Closing and Reopening of Hearing

When the arbitrator is satisfied the record is complete, including the
submission of post-hearing briefs and any post-hearing documents or other
evidence allowed by the arbitrator, the arbitrator shall declare the hearing
isclosed.

The arbitrator may reopen the hearing upon the arbitrator’ s initiative or
upon application of a party for cause shown at any time before the award
is made.

Rule 23. Arbitrator's Authority / Applicable Law

The arbitrator shall have the authority to consider and decide disputes
subject to arbitration as defined in these rules. The arbitrator shall also
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have the authority to interpret and apply these rules, determine the scope
of these rules and to decide issues of arbitrability.

The arbitrator shall not have the authority to consolidate the claims of
other team members into one proceeding and shall not have the authority
to fashion a proceeding as a class action or to award relief to a group of
team members in one proceeding.

The arbitrator shall be bound by and shall apply the state or federal
substantive law that would be applied by the United States District Court
for the District where the dispute arose.

The arbitrator shall also be bound by any applicable company handbooks,
rules, policies and procedures.

The arbitrator shall have no authority, however, to add to, detract from,
change, amend or modify any law, handbook, rule, policy or procedurein
any respect. Nor shall the arbitrator have authority to consider or decide
any matters that are the sole responsibility of the company in the
management and conduct of its business.

Rule?4. Relief

The arbitrator may grant any remedy or relief that would have been
available to the parties had the matter been heard in court. The arbitrator
shall have the authority to provide for the reimbursement of
representative’ s fees, in whole or in part, as part of the remedy, in
accordance with gpplicable law.

If the arbitrator orders reinstatement, the company shall have the option,
within fourteen (14) calendar days of receipt of the award, to request that
the arbitrator make a monetary award in lieu of reinstatement. If the
company makes such a request, the arbitrator shall make a monetary
award which the company, at its discretion, may pay in lieu of
reinstatement. The arbitration hearing shall be reopened for additional
proofs on thisissue if either party so requests.

Rule25. Arbitrator's Award

The arbitrator shall within thirty (30) calendar days of the closing of the
hearing submit to the parties a written award signed by the arbitrator. The
award shall specify the relief awarded, if any, and the elements and basis
for any monetary award. The award shall be accompanied by a written
opinion signed by the arbitrator that shall include findings of fact and
conclusions of law.
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The arbitrator's award shall be final and binding on both the company and
the team member and any court of competert jurisdiction may enter a
judgment on the award. Judicial review shall be limited, as provided by
law.

The parties shall accept as legal delivery of the award the placing of the
award or atrue copy in the mail, addressed to a party or its representative
at the last known address, personal service of the award or the filing of the
award in any manner that may be required by law.

Rule26. Feesand Expenses

If the team member elects to select the arbitrator from the panel proposed
by the company, the team member shall pay a non-refundable filing fee of
$50.00 by check or money order made payable to Meijer.

If the team member elects to select the arbitrator through the American
Arbitration Association, the team member shall be responsible for paying
the enployee portion of any filing fee and/or other administrative fees
charged by AAA.

All costs of arbitration, including the arbitrator's fees and expenses and the
cost of the hearing room shall be borne fully by the company, except as
otherwise limited in these rules.

Each party shall bear their own discovery costs and expenses, except as
may be awarded by the arbitrator in accordance with applicable law.

The expenses of witnesses shall be borne by the party producing such
witnesses, except as may be awarded by the arbitrator in accordance with
applicable law.

The fees and expenses of experts, consultants, interpreters and any others
retained or consulted by a party shall be borne by the party producing such
witnesses or utilizing such services, except as may be awarded by the
arbitrator in accordance with applicable law.

The fees and expenses charged to a party by any attorney or other
representative shall be borne by the party who retains the representative,
except as may be awarded by the arbitrator in accordance with applicable
law.

Any fees and expenses incurred as a result of any postponement shall be
borne by the party requesting or causing the postponement of the hearing.

Rule27. Extensionsof Time
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The parties may modify any period of time by mutual written agreement.
The arbitrator may for good cause extend any period of time established

by these rules, except the time for filing a notice of intent to arbitrate and
for making the award.

Rule 28. Enforceability

These rules and any award rendered pursuant to them shall be enforceable
under and subject to the Federal Arbitration Act (“FAA”), 9 U.S.C. 81 €.
seq.

Rule29. Severability

If any of these rules or parts thereof are determined by any court with
jurisdiction to be unlawful, invalid or unenforceable, those provisions
shall be enforced to the greatest extent permissible under the law and all
remaining rules and provisions shall continue in full force and effect.

Form(s) Used:

Dispute Resolution Agreement and Agreement For PL352
Final and Binding Arbitration



