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AGREEMENT BETWEEN
PEKIN DAILY TIMES

AND ST. LOUIS NEWSPAPER GUILD-CWA,

LOCAL 36047
This contract is made this _____ day of _________________, 2017, between the Pekin Daily Times, a newspaper/online publishing unit within Gatehouse Media Illinois Holdings Inc., hereinafter known as the Company, Publisher or Employer, and the St. Louis Newspaper Guild-CWA, Local 36047, chartered by The Newspaper Guild-CWA (AFL-CIO, CLC) hereinafter known as the Guild or Union, for itself and on behalf of all employees of the Employer described in Article I.

ARTICLE I COVERAGE

1. This contract covers all employees of the Employer in the following departments, except as provided in Section 2: Editorial, Advertising (Retail, Classified and Legal), Business Office, Graphics, Circulation and Maintenance.

2. The following are excluded from this contract: Publisher, Editor, Assistant Editor, City Editor, Sports Editor, Advertising Director, Circulation Director, Graphics Supervisor and Business Manager. 

3. Performance of the following, whether by presently or normally used processes or equipment or by new or modified processes or equipment, shall be assigned only to employees covered by this contract:

(a) The kind of work either normally or presently performed within the unit covered by this contract,

(b) Any kind of work similar in skill, or performing similar functions, as the kind of work either normally or presently performed in said unit, and,

(c) Any other kind of work assigned to be performed within said unit.

4. The Employer shall maintain its right to hire temporary employees, freelance workers, independent contractors and other such workers on a supplemental basis only, to the extent that such hiring does not result in reduction of hours of any Guild-covered employees or eliminate any Guild-covered positions. Such workers shall not be required to join or maintain membership in the Guild. Temporary employees shall be of limited duration, not to exceed three months. The Employer shall have the right to use unpaid interns who are doing said internship for experience credits at a high school or higher level, but shall not use such workers if it should result in reduction of hours or elimination of any Guild-covered position. The Employer shall have the right to use paid or unpaid web bloggers as supplements to any company web site, so long as such use does not result in reduction of hours, exclusion or elimination of any Guild-covered employee or position from web work that would otherwise be within the Guild’s jurisdiction under this article. Workers of the Employer as defined in this section must be eliminated prior to any Guild-covered employees being laid off, except for independent contractor newspaper delivery workers (carriers).

5.  If any term or provision of this Agreement is at any time declared to be invalid by a court of competent jurisdiction, such decision shall not invalidate the entire Agreement.  All other terms and provisions of this Agreement not declared invalid shall remain in full force and effect.

ARTICLE II GUILD SHOP

1. All employees covered under the Collective Bargaining Agreement shall as a condition of employment become and remain during the term of this agreement members in good standing of the Guild or shall fulfill the core financial obligation of such membership on or after the 31st day following the commencement of their employment.  The Guild shall admit to membership any bargaining unit member who applies for membership and pays dues.

ARTICLE III DUES DEDUCTION

1. During the term of this Agreement only, upon receipt of a bargaining unit employee's authorization, the Publisher shall deduct all dues and fees lawfully levied by the Union from the salary of such bargaining unit employee once per pay period and forward these deducted amounts to the Union.  The Publisher's obligation to deduct dues and fees shall not survive expiration of this Agreement.  
ARTICLE IV HIRING

1. (a) The Employer shall hire employees without regard to age, sex, race, creed, color, national origin, marital or parental status, family relationship, sexual or affectional preference, political activities or political belief, irrelevant mental or physical disabilities, or other mental or physical disabilities which may be reasonably accommodated. The Employer shall actively seek candidates who are members of minority groups for all positions covered by this contract. The Employer's hiring standards shall not exceed those required to perform the job.

1. (b) In order to effectuate Section 1(a), the Employer shall make every effort to achieve through its hiring practices at the earliest feasible date.

2. The Employer agrees not to have or enter into an agreement with another employer binding such other employer not to offer or give employment to an employee of the Employer.

ARTICLE V INFORMATION

1. The Employer shall supply the Guild on request with a list containing the following information for each employee:

(a)
 Name, address, sex, and date of birth.

(b) 
 Date of hiring.

(c) 
Classification.

(d) Experience anniversary date. 

(e) Salary, including the precise formula for any commission or bonus arrangements, or other forms of compensation.

2. The Employer shall notify the Guild quarterly in writing of:

(a)
Merit increases granted by name of the employee, individual amount, resulting new salary, and effective date.

(b)
Step-up increases paid by name of the employee, individual amount, resulting new salary, and effective date.

(c)
Changes in classification, salary changes by reason thereof, and effective date.

(d)
Resignations, retirements, deaths and other revisions in the data listed in Section 1, and effective dates.

3. Within two weeks after the hiring of a new employee, the Employer shall furnish the Guild in writing with the data specified in Section 1 for each new employee.

4. When the Employer begins the process of hiring for a new position or refilling a position, the Employer shall supply the employees with a copy of any job advertisements, plus any postings made internally and within the corporation. Posting of this information on all Guild bulletin boards shall suffice as the company’s having supplied the employees with this information.

5. In order to effectively and efficiently deliver information to readers in the ever changing media landscape, our employees must be competent, knowledgeable and adept at working in multi-platform environments.   To accomplish this, all employees will be reviewed annually to ensure their competency.  Training will be provided for those employees not meeting minimum standards and a reasonable time provided, once training is complete, to meet minimum standards. Performance reviews will be administered annually.   The employee will complete a self-appraisal and submit it to their manager.   The manager will complete an appraisal of the employee and submit both for review with the managers’ reporting supervisor.   Once approved by the reviewing supervisor, the manager will meet with the employee and administer the review.  If the employee finds substantive areas of disagreement he/she may attach a position statement to the final review.   The evaluation scale in the review process will be a five point scale with 1 being the lowest and 5 being the highest.  If the variance between a manager evaluation and the self-assessment of the employee are 2 or more grades apart, the employee may utilize the grievance process.  Management may alter and/or amend the performance review/rating criteria as necessary   Before making such changes, the parties will meet to discuss the changes and listen to recommendations.   In the event performance reviews are not complete, the parties agree to layoffs by job title in reverse seniority order.
6. The Employer shall furnish to the employee a copy of any criticism, commendation, appraisal or rating of such employee's performance in the employee's job or any other comment or notation regarding the employee simultaneously with its being placed in the employee's personnel file. The employee shall be allowed to place in such a file a response to anything contained therein which such employee deems to be adverse. An employee shall have the right to review the employee's personnel file at any time and upon request shall be provided copies of all material in the employee's file. The Guild may have access to such information upon providing to the Employer a written approval from said employee or employees. It is understood, however, that the Guild retains its right to obtain and review personnel records for purposes of specific grievances. The Guild shall, one business day prior to making a request for any employee’s personnel records, inform said employee of its intent to obtain the records. The employee shall then have one business day to give the Guild and Employer a written objection, based on privacy concerns, to the Guild’s access to any or all of those records. If no such written objection is raised, full access shall be granted. The parties agree that under no circumstances shall medical information be sought or obtained without permission of the employee. No derogatory personnel record shall have any effect after three (3) years following its date of issuance.
ARTICLE VI GRIEVANCE PROCEDURE

1.  The Guild shall designate a committee of its own choosing to take up with the Employer or authorized agent any matter arising from the interpretation or application of this contract or affecting the relations of an employee and the Employer. No grievance as defined above shall be considered under the grievance procedure unless it is presented as provided below.

2.  A grievance may be filed by the Guild, on behalf of an employee or for its own purposes, and/or the Publisher.  If the Guild files the grievance, the adversely affected employee(s) shall be identified.

3.  Nothing in this Agreement shall prevent an employee from resolving any problem consistent with this Agreement with or without the presence of a Guild representative, except that once a written grievance is filed, the Guild must consent to any agreement made between the employee and employer.

4.   A grievance as defined in Section 1 shall be considered in accordance with the following grievance procedure: 


Step One: Any employee covered by this Agreement and/or a Guild steward or officer shall present the grievance to the employee’s designated immediate supervisor. However, if the matter to be considered in the grievance involves a violation by that supervisor, then the parties shall proceed immediately to Step Two of this process.  To be timely and properly filed, a grievance must be presented in writing to the designated immediate supervisor within fourteen (14) days after occurrence of the facts or circumstances constituting the grievance.  The grievance document shall clearly indicate that the matter is a grievance and shall identify any Article(s) and Section(s) of the Agreement at issue, and shall be on the grievance form, a copy of which is attached to this Agreement.  The supervisor will hold a meeting within seven (7) days after receiving the grievance consisting of the shop steward and/or the affected employee. The supervisor shall give a written response to the steward within seven (7) days after the meeting was held.  Failure of the supervisor to provide such response within that time frame shall not constitute admission of merits of any timely grievance, but shall automatically advance the grievance to the next step. Terminated employees disputing the grounds of their termination will not be required to follow Step One of this procedure, but shall file their grievances in the initial instance at Step Two.

Step Two: If the grievance is not resolved at Step One, the grievance shall be presented by a Guild representative to the Publisher within seven (7) days after the supervisor’s response or failure to so provide. Within seven (7) days of receiving the Step Two grievance the Publisher shall conduct a meeting which may be attended by a committee of the Guild’s selection as described in Section 1. Within seven (7) days after the meeting is held, the Publisher shall notify a designated Guild official of its decision in writing.  Failure to provide such response within seven (7) days shall not constitute admission of merits of any timely grievance but shall automatically advance the grievance to the next step.  If at any time during Step One or Step Two, information comes to light during grievance resolution meetings that necessitates a need to redefine the grievance, either party shall have the right to amend the instant grievance and the timeliness of the amended grievance shall not be in question. 

Step Three: If the grievance is not resolved at Step Two, the Guild or the Publisher wishing to take the grievance to arbitration may request mediation in writing from the Illinois office of the Federal Mediation and Conciliation Service within seven (7) days of the Publisher’s decision.  Mediation under this section is not required before arbitration unless requested in writing by one party. The request for mediation must be served in writing by the party requesting it simultaneously on the Federal Mediation and Conciliation Service (“FMCS”) and the other party within this time period as a condition for processing the grievance up to and including arbitration. The mediation must be scheduled at a time and location mutually agreeable to the parties. This section shall not apply as a requirement for any grievance moved to expedited arbitration.


Step Four: If the grievance is not resolved at mediation, the Guild or the Publisher shall, if at all, within seven (7) days after mediation, file the grievance for binding arbitration with and pursuant to the rules of the American Arbitration Association with a copy of such demand simultaneously provided to the other party.  The jurisdiction of the arbitrator shall not exceed those subjects identified by the grieving party in the original Step One grievance document or the amended document as described in Step Two. The decisions of the Arbitrator shall be final and binding upon the parties to the extent provided by law.

5.  A grievance initiated by the Publisher must be submitted to the Guild within fourteen (14) days of the Publisher becoming aware of the issue, but shall otherwise not be subject to Step One of the above procedure. The grievance shall be discussed by the Publisher with the designated Guild Representatives within seven (7) days of it being raised. It may thereafter be submitted to mediation within seven (7) days.  Any subsequent demand for arbitration shall be in writing and a copy sent to the other party.

6.  Efforts to adjust grievances shall be made on Employer time. Each party shall pay its own expenses pursuant to grievances, except that no employee shall lose pay for work time spent at grievance meetings called for in Section 4. The parties agree that for any situation in which an employee invokes his or her Weingarten right to Guild representation, one Guild steward shall be paid by the company for such representation.

7. Upon request by either party, any matter described in this section shall be submitted to expedited arbitration. Such final and binding arbitration shall be conducted pursuant to the expedited labor arbitration rules of the American Arbitration Association.

a. Issues of procedural arbitrability.

b. Any matter involving the discharge of an employee.

c. Any matter involving a loss of pay for an employee exceeding one week.

In the event of an expedited arbitration to determine arbitrability, a separate hearing shall be scheduled for the Arbitrator to consider that issue only, unless otherwise mutually agreed in writing. If the arbitrator determines that the grievance is not arbitrable, the grievance shall be denied and it shall not be processed any further, nor shall any cancellation fees be incurred by either party.  If the Arbitrator determines that the grievance is arbitrable, the Arbitrator shall then proceed to schedule a hearing on the merits of the issue. Should either party make a written request for a new Arbitrator to consider the merits of the grievance, it shall be granted, but continue to be under the expedited rules. In the event that an arbitrability question is raised prior to the conclusion of the grievance procedure, the grievance shall be stayed until a court determines whether the grievance is arbitrable.

In the matters of discharge or loss of pay exceeding one week, either party may call for expedited arbitration at any stage of the grievance process, and parties shall move immediately to the expedited phase, regardless of whether steps in the process have been followed. The parties cannot use failure to follow all steps of the process as an argument to the arbitrator for rejecting the grievance once an expedited arbitration has been requested.

8. The parties shall equally share the costs of arbitration, including but not limited to any transcript and any fees and expenses of the Arbitrator, except as limited elsewhere in this Article.

9.   For purposes of computing time under any of the provisions of this Article, “days” shall mean calendar days, including weekend days and holidays.

10.   The time limits defined in this Article may be waived by written mutual agreement of the parties (an e-mail is an acceptable written form for this agreement). Absent such agreement, failure of an employee or the Guild to meet any deadline at any step of the grievance procedure shall constitute a waiver of the grievance and no further action may be taken on it.  Additionally, absent written mutual agreement, the Publisher shall follow the deadlines articulated in Section 5 and failure to follow said deadlines shall constitute a waiver of the grievance and no further action may be taken on it.

11.   Limitations on the parties in Arbitration:

(a)      No employee will be paid for time spent preparing for or attending any arbitration hearing.  Any employee who is affected by the grievance, a witness or a Guild representative will be granted reasonable time off without pay to attend such a hearing with as much advance notice of the meeting or hearing as is reasonably possible.

(b)    The Publisher shall work cooperatively with the Guild and the employees to reduce the amount of lost time that may result from attending the arbitration hearing. The Publisher may stagger the release of employees so as to not interfere with operations but in so doing, shall be solely responsible for any additional costs that may accrue as a result of delays caused by this arrangement.

(c)
Grievances of the same nature involving multiple employees will be consolidated and considered as one grievance. However, in any such instance of multiple grievances of the same nature, the parties may mutually agree upon one representative grievance and agree that the decision of the arbitrator shall be binding upon the other cases as well.  For unrelated cases, in the absence of mutual consent of the parties, an Arbitrator may not be presented with or rule upon more than one grievance at a time. 

12.  Limitations upon the Arbitrator:

(a) 
The Arbitrator shall not have the power to add to, subtract from or modify any of the terms of this Agreement, except that the Arbitrator shall be allowed to identify any Article or Section that is in violation of federal or state law, which shall nullify said Section under the terms of Article 1, Section 5. The Arbitrator shall have the authority to decide disputes concerning the interpretation or application of this Agreement or issues as defined by the parties either as part of Step One or as redefined by the end of Step Two or the mediation phase of the grievance procedure. The Arbitrator shall not issue any monetary remedy which includes time before fourteen (14) days before the grievance was filed.

(b) 
A waiver of the time limitations by either the Publisher or the Guild in one or more previous instances shall not be considered by an arbitrator in determining arbitrability.

(c)
The parties shall request of the Arbitrator that his or her decision and award shall be issued to the parties within thirty (30) days of the close of the arbitration hearing. 

ARTICLE VII SECURITY

1. There shall be no dismissal except for just and sufficient cause and to reduce the workforce as defined elsewhere in this article. The Guild and the employee shall be notified simultaneously of any dismissal, with specifications of the facts alleged to constitute just and sufficient cause to be provided in writing to the employee and the Guild within 24 hours of the initial notice. 

2. (a) The employer shall have the right to determine the size of the work force and so shall have the right to make reductions in the work force by means of layoff, provided, however, that the employer will not designate a performance-based discharge as a layoff to avoid the just cause requirements of Section 1 above. Reduction of the work force as granted in this Section 3(a) must not result in violations of other provisions of this collective bargaining agreement. Any alleged violations that arise as a result of the application of this section will be subject to the expedited arbitration procedure specified in Article VI. 


(b) The Employer shall notify the Guild of any such proposed reduction in force, specifying the job title(s) and number of employees affected. There shall be no dismissals for a period of fourteen (14) days after the Guild is notified in writing of the intended reduction in force, during which time the Employer shall accept voluntary resignations from employees in the classifications involved. Such employees shall be paid severance pay that may be due to them according to the provisions of this Agreement or company policy. The number of employees dismissed by layoff shall be reduced to the extent that the necessary payroll savings have been achieved by voluntary resignation. 

(c) Remaining dismissals, if any, shall be made by a ranking of performance and seniority (when applicable) for all affected employees.  The ranking will consist of a performance component as well as a seniority component.   The two components will be added to arrive at a final lay off ranking score for each employee.  Performance will weigh 3 times as much as seniority for all employees with an overall performance rating of 3 or higher.  Those with an average performance rating of less than 3 will not have a seniority component in their lay off ranking.  In the event performance reviews are not complete, the parties agree to layoffs by job title in reverse seniority order.
Example 1: Employee has an overall performance rating of 3.2 and 13 years seniority.

Performance Component: 3.2 x 3 = 9.6

Seniority Component:  13/3 = 4.3

Layoff ranking = 9.6 + 4.3 = 13.9

Example 2: Employee has an overall performance rating of 4.1 and 10 years seniority.

Performance Component: 4.1 x 3 = 12.3

Seniority Component:  10/3 = 3.3

Layoff ranking = 12.3 + 3.3 = 15.6

Example 3: Employee has an overall performance rating of 2.9 and 7 years seniority.

Performance Component: 2.9 x 3 = 8.7

Seniority Component:  0

Layoff ranking = 8.7

Seniority means length of continuous employment with any GateHouse entity. 
It is further agreed, for GateHouse Multi Media Sales Representatives, that the Company will from time to time issue a set of Key Performance Indicators (KPIs) defining the goals for Multimedia Sales Executives.  Such KPIs will be determined in at the Company’s discretion, but the Company will inform the Union 30 days prior to the implementation or change of any KPI.  

Multimedia Sales Executives who fail to meet any of the KPIs will receive a verbal warning and be given 30 calendar days to improve performance.  A written record will be made of all such verbal warnings.  If after 30 days the Multimedia Sales Executive continues to fail to meet any KPIs, a written warning will be issued.  The Multimedia Sales Executive will have at least 30 calendar days after the issuance of a written warning to meet the KPIs before being subject to discharge.

The failure to meet and maintain achievement of any KPIs, subject to the progressive discipline outlined above, will constitute just cause for dismissal.  
 (d) An employee dismissed may elect, within fifteen (15) business days after the employee’s actual dismissal, to bump a less senior employee in a classification in which the employee has worked, or another classification in which the employee is competent to perform (subject to agreement that the employee has the skills to move into the other classification). The employee may displace an employee in that other classification whose years of service in the other classification are less than the years of the dismissed employee. The employee thus bumped shall be the one with the lowest seniority. An employee thus displaced (bumped) may similarly elect to bump into another classification in which the employee has worked, or is competent to perform, and is entitled to claim a position in such other classification by virtue of the employee's seniority, or the employee may elect to take any severance pay that may be due according to the provisions of this agreement or company policy. No employee who is bypassed according to the provisions of subsection (c) can be subsequently bumped under this process. Business days, as applied to this provision, shall be Monday through Friday, excepting holidays. 

(e) An employee who bumps into a lower classification shall be paid at a rate for that classification consistent with half of the employee’s overall service time at the Pekin Daily Times. However, after the bumped employee has worked in the new position for six (6) months, he or she will be moved to a pay rate consistent with his or her overall service time, unless the employer objects based on valid performance-based reasons. 

(f) Each employee dismissed to reduce the force, and each employee who has elected to bump into another classification, shall be placed upon a rehiring list. The Employer shall fill each vacancy with a person on the list who has worked in the classification in which the vacancy occurs, in the order of seniority based upon service in the classification in which the vacancy occurs and in any higher classification. The employer may bypass the employee in terms of seniority order for a particular rehiring if said employee has had multiple disciplinary actions taken against them in the previous 12 months before the reduction of force. Time spent on a rehiring list by a dismissed employee shall not constitute a break in continuity of service, but need not be counted as service time, in computing seniority. An employee who bumps into a lower classification, under this section, shall retain benefits consistent with his or her former classification, unless bumping into a part-time position where benefits would be consistent with part-time status.
(g) An employee rehired or retransferred under (f) shall be paid no less than the amount he or she was paid when working in said classification prior to the dismissal or transfer. 

(h) Seniority means length of continuous employment. Employment shall be deemed continuous unless interrupted by (a) dismissal for just and sufficient cause or (b) resignation or (c) refusal to accept an offer of rehire into the classification in which an employee worked when dismissed. Provided, that any period of employment for which any severance pay has actually been paid, and not refunded, shall not be counted as employment in calculating severance which may again become due after rehire. 

3. The Employer shall comply with the requirements of law in conducting reductions in force, including without limitation the Worker Adjustment and Retraining Notification Act, if applicable.

4. The Guild shall be given thirty (30) days’ notice of intent to introduce new or modified equipment, machines, apparatus, or processes, which will create a new job classification over which the Guild has the right to assert jurisdiction under the provisions of Article I. The parties shall immediately enter into negotiations for an agreement governing the appropriate pay for employees in the new classification. No employee shall be dismissed as a result of the introduction of new or modified equipment, machines, apparatus or processes, unless there is no other job available in any other department for which that employee can reasonably be trained. An employee who is displaced into an available position shall be retrained at the expense and on the time of the Employer at a rate of pay as outlined in Section 3(e) above. The Employer shall abide by laws and regulations applicable to such equipment, machines, apparatus or processes, and shall monitor and regularly inspect the operation thereof to assure continuous compliance with such laws and regulations. The results of such monitoring and inspections shall be made available to the Guild. The Employer may establish standards of speed or accuracy in the use of such new or modified equipment, machines, apparatus or processes, but shall give affected employees reasonable time and training to allow them to become familiar with the operation of the equipment or process. Any grievance issues that arise related to this section shall be resolved through the regular arbitration process as defined in Article VI, except that there shall be no arbitration over the actual negotiations over appropriate pay or the outcome of those negotiations. The Guild may, however, arbitrate issues relating to an alleged failure to negotiate as described in this section, and both parties retain all of their rights and obligations relating to good-faith bargaining.

5.  There shall be no dismissals as a result of putting this agreement into effect.

6. There shall be no dismissal of or other discrimination against an employee because of membership or activity in the Guild, nor because of age, sex, race, creed, color, national origin, marital or parental status, family relationship, sexual orientation, sexual preference, political activities or political belief, mental or physical disabilities, nor because of criticism of the Employer either orally or in print.

7. Upon notification to the Guild and giving affected employees sufficient advance notice of the transition, the employer may redistribute the job functions of one job classification to employees in similar or related classifications only. 
8. In the event that the Employer seeks layoffs, the Employer may convert a full-time position to part-time as an alternative to the layoff as follows:

a.  No more than two such positions may be converted in any one classification

b. There shall be no severance or other payment for any loss of hours

c. Employees whose positions are converted, and who are scheduled to regularly work less than 30 hours per week shall be allowed to maintain their health insurance with the Employer for a period of six months following such conversion (such employee will continue to pay his or her portion of the health insurance as provided in Article XIV) so long as they were actively enrolled in the Employer’s health insurance plan at the time of conversion. It is understood that an employee so affected can opt for  single or employee + 1 coverage if they were on a family plan, or opt for single coverage if they were on an employee + 1 plan but they are not permitted to do the inverse.

d. An employee whose hours are reduced per the provisions of this Article shall have their hours reinstated prior to any new hire into the classification to which the employee belongs.

e. If an employee chooses to leave the company as opposed to working less hours under the provisions of this Article then he or she shall be paid severance in accordance with the severance provisions of this Agreement. Nothing herein prohibits the employer from hiring a part time employee to fill this vacated position.

ARTICLE VIII SEVERANCE PAY

Severance Pay will be equal to three days’ pay for each completed year of service up to a maximum of twelve (12) weeks.   Employees with 40 years or more service will use same formula, but have a maximum of 26 weeks.
ARTICLE IX RETIREMENT

1. The Publisher shall establish a 401(k) savings plan in which employees may participate and to which employees may make elective deferral contributions.  Administrative expenses of the plan shall be borne by the Publisher. The Publisher shall make matching contributions to the plan on behalf of participating bargaining unit employees at a rate no lower than that afforded to any employee who is not covered by a collective bargaining agreement of (a) the Publisher or (b) any entity that is affiliated with the Publisher at the time of contribution and known as part of GateHouse Media Inc.  
ARTICLE X TRANSFERS AND PROMOTIONS

1. No employee shall be transferred by the Employer to another enterprise in the same city, or to another city, whether in the same enterprise or in other enterprises conducted by the Employer, or by a subsidiary, related or parent company of the Employer, without the employee's consent.  There shall be no reduction in salary or impairment of other benefits as a result of such transfer. An employee shall not be penalized for refusing to accept a transfer. It is expected that payment of all reasonable transportation and other moving expenses for the employee and family shall be handled by the new employer in accordance with Gatehouse policy. However, should said policy change or the new employer fail to pay said expenses, the transferred employee may demand such expenses be paid by the Pekin Daily Times as a condition of the transfer.

2. No employee shall be transferred by the Employer to another position, job classification, district or territory without the employee's consent. There shall be no reduction in salary or impairment of benefits as a result of such transfer, nor shall an employee be penalized for refusing to accept such a transfer.

3. The Employer's promotional standards shall not exceed those required to perform the job. Present employees shall be given first opportunity to try out for a vacancy in a higher classification or to make a lateral transfer if it has been determined by the Employer that they are qualified for that position; subject, however, to the prior operation of the rehiring list (Article VII, Section 3). Notice of each vacancy shall be disseminated in accordance with Article V, Section 4. 
An employee desiring to fill a vacancy shall submit written application within 5 business days of such posting. 

The vacancy shall be filled by the senior employee making application, who in management’s discretion is the most capable of performing the job.   Management’s selection is not open to the grievance process.
Seniority as used in this section means continuous length of service with the Employer as outlined in Article VII, Section 3(h).

4. No employee shall in any way be penalized for refusing to accept a promotion. 

5. (a) An employee promoted or transferred under Section 3 shall be given a trial period of  two months which period may be extended by agreement with the Guild. During such trial period the employee may elect to return to the classification from which advanced, or transferred, without penalty or prejudice. The Employer's evaluation of the employee's progress shall be discussed with the employee at specified frequent intervals during the trial period and at its end. 

(b) At the end of such trial period, the employee shall be confirmed in the classification to which the employee advanced or transferred, unless the employee has been unable to perform the duties of the job. If so confirmed, the trial period shall be included for all purposes in determining length of service in the classification to which the employee advanced or transferred. If not so confirmed, the employee shall be returned to the classification from which the employee advanced or transferred, without penalty or prejudice. 

(c) If the employee returns to the classification from which the employee advanced or transferred, the employee shall then receive the salary the employee would have received had the employee never been advanced or transferred. The period of service in the other classification shall be counted for all purposes as service in the classification from which the employee advanced or transferred. 

6. The Employer shall provide, upon request, an explanation to an employee and the Guild of why such employee is denied promotion or transfer. 

ARTICLE XI HOURS AND OVERTIME

1. The normal work week shall be five days totaling 40 hours. With the agreement of the employer, the employee and the Guild, employees may schedule to work a flexible schedule that distributes the total number of weekly hours among fewer than five days or as many as six days, but in no event shall a schedule be arranged that requires an employee to work more than six days or more than 40 hours per week without receiving overtime pay as described in Section 3 of this Article XI. An employee shall not be required to work a six-day schedule on a regular basis.

2. The normal work day shall be 8 hours falling within 9 consecutive hours. Arrangements may be made between an employee, supervisor, and the Guild for flexibility in scheduling in regard to the number of hours in a work day or allowing a split shift as work needs necessitate such a schedule, so long as said arrangements are in accordance with the provisions of Section 5 below. Benefits that involve paid time off, including but not limited to personal leave, holidays, sick leave and vacation, will be adjusted according to the revised schedule but in no event shall the adjustments result in an employee receiving fewer than the number of hours, days or weeks called for in the respective leave provisions. 

3. The Employer shall pay for all overtime work at the rate of time-and-a-half in cash. Overtime shall be defined as work beyond 40 hours in the work week, or any additional work performed outside of the work schedule posted in accordance with Section 5 of this Article XI. By mutual agreement of the employee and supervisor, compensatory time off within the same work week, at the rate of time and a half, shall be granted in lieu of overtime pay. Should an employee and supervisor agree to such compensatory time off, that arrangement can only be changed by mutual agreement between the parties. 

4. An employee who returns to work after the employee's work day to perform work beyond that which he or she was assigned to perform in that work day, shall be paid for the additional time worked at the overtime rate. An employee who works on a day off shall be paid at the straight-time rate, in addition to the employee's regular weekly salary. The compensatory time provisions provided in Section 3 may apply to these hours, by mutual agreement. Other than for emergency circumstances and flexible schedules that require a shorter time period between shifts, there shall be a minimum of 12 hours between scheduled shifts. 

5. Work schedules of days and hours shall be posted two weeks in advance of the week for which they apply, except in the newsroom and for circulation district managers, for which schedules will be determined under the mutually agreed-upon flexible scheduling provisions of Section 2 on a weekly basis, based on work needs. The circulation and newsroom employees’ schedules must be posted at least seven days in advance of the employee’s first scheduled work shift of that week. Seniority shall prevail in the selection of shifts, starting times and days off.

6. Employees will get a paid 15-minute break during each four-hour work period. An employee may choose to take up to three shorter breaks as long as they stay within the 15-minute total for each four-hour period.

7.  Hourly employees will continue to record their hours worked as they have been through the end of 2017.  Employees will begin using the ADP Vantage time keeping/HRIS system (either time clock, kiosk, or computers) beginning January 2018.   Currently employees covered by this CBA use different time keeping processes for entering their shift start and end times either daily or weekly.   They also acknowledge an unpaid meal period.   Going forward employees will use the Company’s new ADP Vantage system and enter their start of shift, end of shift, and out/in for their unpaid meal period.   Those employees who begin or end their shifts away from the office will continue to utilize the “honor system” and will update the new ADP Vantage system at their earliest convenience.   Managers may override the system if employees forget to sign in, make an error or have other issues. There shall be no penalty for any employee who arrives late if the employee contacts his or her supervisor and provides a valid reason for the tardiness.   
8. The Employer shall keep a record of all overtime. Copies of such record shall be given to the Guild on request.

ARTICLE XII HOLIDAYS 
1. Employees receive the following set paid holidays each year: New Year’s Day, Memorial Day, Independence Day, Labor Day, Thanksgiving Day, and Christmas Day. In addition, employees receive two (2) floating holidays per year. Floating holidays must be used within a calendar year, do not roll forward into the following year and are not paid out if unused at the end of the year or in the event of voluntary or involuntary termination. Floating holidays are loaded into the employee’s floating holiday bank on January 1 of each calendar year. Employees hired between January 1 and June 30 of a calendar year receive the two (2) floating holidays (if applicable). Employees hired between July 1 and December 31 of a calendar year receive one (1) floating holiday (if applicable). Any employee hired or who transfers from an inactive status to an active status on or after July 1 of a calendar year receives one (1) floating holiday (if applicable). Supervisory approval is required to schedule a floating holiday.

2. An employee whose regular day off falls on a holiday shall be given another day off in the same work week, to be determined by the supervisor after consultation with the employee. In a week in which one or more holidays fall(s), no employee shall be required to work on his or her regular day off. Whenever one of the holidays falls within an employee’s vacation period, the day shall be paid as a holiday and shall not be treated as a vacation day. All hours accrued beyond 40 in a holiday week, including both work and holiday hours, shall be paid at 1 ½ times his or her regular pay.

3.  An employee required to work on any holiday shall be paid at the rate of 1 ½ times his or her regular pay for each hour worked, in addition to being paid a full day at straight time for the holiday. As an alternative, the employee may elect to work at straight time for the holiday and will receive a day of his or her choosing as a paid day off in lieu of the holiday.

4. In the event that an employee is paid in a manner other than with a base wage, including but not limited to commission or incentive pay or some combination of a base wage and commission or incentive pay, the pay for a holiday shall be one fifth of the average weekly pay the employee receives in a week, based on the average of earnings in the entire previous calendar year.

ARTICLE XIII VACATIONS

1. Employees who have completed specified periods of service shall receive an annual paid vacation on the following basis:

In first calendar year of service – up to 10 days of vacation pro-rated based upon the remaining period left in the calendar year from date of hire.

In second through fifth calendar years of service – 10 days, earned ratably through the year, but available at the start of the year subject to provisions below.

In sixth through 10th calendar years of service – 15 days, earned ratably through the year, but available at the start of the year subject to provisions below.

In 11th calendar year of service and thereafter – 20 days, earned ratably through the year, but available at the start of the year subject to provisions below.

It is generally expected that employees will request vacation time after it is earned but current policies allowing liberal use of time not yet earned will continue for the term of this agreement. The employer will review each request for vacation time not yet earned on a case-by-case basis and provide the employee with a written explanation of why any such request is denied.

2. Vacation time can be used in minimum increments of one hour. To take vacation, the employee must request the time in advance from his/her supervisor. Requests will be subject to supervisor approval based on business needs and staffing requirements with approvals/denials being provided to the employee within 14 days. Once approved based on those criteria, vacations shall be arranged according to seniority. In no event shall an employee be required to take vacation prior to May 15 or after September 30.

3. An employee whose vacation time includes a holiday shall not be required to use a vacation day for the holiday. The regularly scheduled days off of each employee in the weeks preceding and following the employee’s vacation shall immediately precede and follow the employee’s vacation.

4. Vacation time is paid at the employee’s base pay rate at the time the vacation is taken. Vacation pay will not include overtime pay, commission or other compensation such as bonuses, incentives or shift differentials. However, if an employee is called in to work in a week after having taken a regular work week of vacation or if the employee is called in at any time during a scheduled vacation, such time shall be paid as overtime for each hour worked. Commission shall be paid to an advertising sales representative who has ads placed in the papers that are published during her/his vacation week.

5. In the event that the employer for any reason denies an employee’s request for vacation time to occur after Sept. 30, the employer shall grant the employee the right to carry over an equal amount of vacation time into the following year. This shall not apply for requests made for any dates that the employer has previously announced are off-limits for vacations. The employer shall have the discretion to allow any other vacation carry-over on a case-by-case basis. An employee cannot use more than one-half of his or her allotted vacation in a year during this period after Sept. 30, unless approved by the Employer.

6. Upon termination of employment an employee (or the employee’s estate in case of death) shall receive accrued vacation pay for any vacation days previously earned but not taken. The employee’s separation date with the company for purposes of calculating the accrued vacation will be the last day worked.

7. Once vacation or other paid leave time is approved in accordance with business needs and staffing requirements, the employee shall have the right to request that part or all of the leave time be unpaid time off (subject to the provisions in Section 4 in the case of vacation days). The employer shall have the discretion to approve or deny the unpaid leave time, except when such time is being requested for use during an FMLA leave.
ARTICLE XIV PERSONAL DAYS

Full time employees shall be permitted up to five (5) personal days per calendar year with full base wages. These days may not be carried forward from one calendar year to the next, except as permitted by the Employer.  Unused personal days will not be paid out at termination.
ARTICLE XV SICK LEAVE

1. Full time employees shall be permitted up to five (5) sick days per calendar year with full base wages.   These cannot be carried forward from one calendar year to the next, except as permitted by the Employer. The Employer may require a doctor’s note for any illness that requires an absence of more than three days. In the event  that an employee has used all five sick days and is subsequently absent for an illness or condition that does not qualify for FMLA, the employee shall be required to use his or her vacations days /personal days/ floating holidays  for such an absence. If all paid leave has been used, then such absence shall be unpaid. Employees may apply for the company’s short or long-term disability plans under the terms of and eligibility requirements for each respective plan. Unused sick days will not be paid out at termination.
2.  All eligible full-time employees of the Pekin Daily Times are covered by the GateHouse Benefits Plan.   Group health insurance for all full-time employees shall be on the same basis as all full-time non-union employees of the Pekin Daily Times. 
From January 1, 2015 to December 31, 2015 employee bi-weekly contributions are: 

Basic


Enhanced
Single



$76.80


$115.30

Employee + Child(ren)

$163.44


$238.04

Employee + Spouse

$185.52


$273.50

Family



$248.00


$350.34

In any subsequent calendar year, the Publisher may increase employee contributions, not to exceed ten percent (10%).  Dental and vision benefits shall also be made available to employees, who shall pay 100 percent of the premium for those benefits.
3. The Employer shall make available to all full time employees the GateHouse Media Inc. Short Term and Long Term Disability Insurance Programs. The terms and conditions of these programs are those that are included in the GateHouse Media Inc. Employee Handbook, as it may be amended.

4. Notwithstanding anything in this Article to the contrary, any compensation received by an employee for illness or injury from such sources as Workers’ Compensation or SSI shall be deducted from any benefits due under this Article.

5. The Company will implement a smokers surcharge for employees who participate in the Health Plans for the duration of this Agreement on the same basis as it does for non-union employees.
ARTICLE XVI LEAVES OF ABSENCE

1. Leaves of Absences shall be handled on the same basis as non-union employees and according to the provisions of the Gatehouse Media Employee Handbook, effective January 1, 2009 (revised October 2014).  
2. (a) A leave of absence upon request shall be granted to an employee elected or appointed delegate to conventions of The Newspaper Guild-CWA, AFL-CIO or any organization with which The Newspaper Guild-CWA is affiliated, and to a delegate to special meetings called by The Newspaper Guild-CWA, or by a branch thereof or by an organization with which The Newspaper Guild-CWA is affiliated. Up to five (5) business days of such leave shall be allowed annually for each employee. No more than two employees may be on such leave at one time. If all such days are used by an employee and a need should arise for leave beyond those five business days, up to five additional days of such leave may be requested, subject to approval per the provisions of Section 1 above, with the understanding that liberal approval policies shall apply.

(b) An employee designated by the Guild to attend a negotiating meeting or other meeting between the Employer and the Guild, shall be released for that purpose without loss of pay for up to two hours.  For the purposes of a negotiating meeting or other meeting, only two employees would be eligible to receive the two hours pay.  If there are additional employees involved, they would not be on the clock, but would have the chance to make up lost work time if able to work out a mutually agreeable arrangement with their direct supervisor. 

3. (a) Maternity leave shall be handled on the same basis as non-union employees and according to the provisions of the Gatehouse Media Employee Handbook, effective January 1, 2009 (revised October 2014). 
(b) Paternity leave shall be handled on the same basis as non-union employees and according to the provisions of maternity leave as defined in the Gatehouse Media Employee Handbook, effective January 1, 2009 (revised October 2014). 

4.  Bereavement leave shall be handled on the same basis as non-union employees and according to the provisions of maternity leave as defined in the Gatehouse Media Employee Handbook, effective January 1, 2009 (revised October 2014). 

ARTICLE XVII MILITARY, OTHER SERVICE

Military leave shall be handled on the same basis as non-union employees and according to the provisions of military leave as defined in the Gatehouse Media Employee Handbook, effective January 1, 2009 (revised October 2014).
ARTICLE XVIII PART-TIME, TEMPORARY AND EXEMPT EMPLOYEES

1. A part-time employee is one who is hired to work regularly less than 32 (thirty-two) hours per week. A temporary employee or a casual employee is one employed for a special project or for a specified time, in either case not to exceed 3 (three) months which may be extended by unanimous agreement of the parties. The Guild shall be notified, in writing, as to the nature of such project and its duration.

2. A temporary employee shall not be employed where, in effect, such employment would eliminate or displace a regular full-time employee. Except for the provisions of Article VII, Section 9, paragraphs (a) through (e), part-time employees shall not eliminate or displace a full-time employee or position.
3. A part-time employee shall receive any across-the-board wage increases that are negotiated for full-time employees. This provision applies to part-time employees as follows: Should the State of Illinois increase the state minimum wage, the part-time employee will get the better of either the minimum wage increase or the wage increase outlined above, but not both.

4. A part-time employee shall receive, after one year of service, two paid personal/sick days for use during the calendar year. Part-time employees (a) shall not be entitled to any vacation, (b) shall not be entitled to any holiday pay under Article XII unless required to work on the holiday in question whereby they will be paid at the rate of 1 ½ times regular pay for actual hours worked on the holiday, and (c) shall not be entitled to health insurance unless they meet the 30-hours per week threshold for eligibility.
5. Whenever the Employer intends to create a new exempt position as defined in the Act it shall first notify the Guild thirty days in advance and the parties will discuss the criteria and job duties of this proposed position. If the parties are unable to reach agreement as to the exempt status of this position, the Employer may create the position in question, however, the Guild reserves its right to pursue any available legal venue regarding whether said position meets the criteria for an exempt employee.

ARTICLE XIX MINIMUM SALARIES

1. (a) The minimum wage rates for full-time employees shall be no less than:

Classification A:

Reporters, Photographers

$10.58 per hour – starting rate

Classification B:

Clerks (Editorial, Circulation)

$9 per hour – starting rate

Classification C:

District Managers

$9 per hour – starting rate

Classification D:

Graphic Artists, Paginators

$9 per hour – starting rate

Classification E

Advertising Commission Sales Representatives

All Advertising Sales Representatives hired on or after February 1, 2015 will be placed on the GateHouse Media Sales Plan (which may at the Publisher’s discretion be revised) and all Advertising Sales Representatives hired prior to February 1, 2015 will be given the option to transition to the GateHouse Media Sales Plan during the life of this agreement. For Advertising Sales Representatives hired prior to February 1, 2015 who have not yet transitioned to the GateHouse Media Sales Plan, a minimum base salary shall be established at a rate of no less than $400 per week ($800 per bi-weekly pay period), which shall be paid even if commission for that period is less than that amount, subject to the following provisions:
i) The $800 per bi-weekly pay period minimum will not be paid more than six (6) times in a calendar year; and

ii) Will only be paid in circumstances where the number of sales calls made by a representative does not fall below the average number of sales calls made by other representatives in the payroll period. Rep call sheets will be one of the primary factors used to determine number of calls.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                            

In the event that commission for a period exceeds $800 in a pay period, the employee shall receive the commission in lieu of the base pay for that period. Advertising Commission Sales Representatives, not on the GateHouse Media sales plan, shall be paid 13% commission on sales generated on their assigned account list.  

When the Publisher deems it necessary, sales territories may be re-aligned so that a territory represents more of a geographic area as opposed to a random list of accounts. The primary reason for this is so accounts may be moved between territories to better maximize sales efforts and sales person’s time.

The Publisher will endeavor to ensure that any new territory that is assigned to a salesperson will:

1) Have historical revenues, for the previous 12-month period, that fall within 10% of the revenues from an advertising sales rep’s previous account list for the same period; and

2) The physical number of active accounts in any new territory will be within 10% of the active account base that constituted an advertising representative’s former territory for the previous 12 month period. Note – an active account is any account that has placed an advertisement with an advertising sales representative in the previous 12-month period.

3) With regard to items 1 and 2 above, the Publisher will strive to achieve as close to 100% revenue in item 1 and accounts in item 2 to the previous 12 months but in no case shall it by less than 90% in either case.

4) It is the company’s intent to phase in geographic sales territory realignment.

For a six (6) week period prior to any sales territory realignments being put into effect, as described above, the Publisher undertakes to meet, on a weekly basis, for a time of not more than two (2) hours, with a committee consisting of not more than two (2) union members (including union officials) whose purpose will be to:

a) Review the data provided by the Publisher to ensure accuracy of items as outlined in the items numbered 1 and 2 above.

b) To provide constructive criticism of any new proposed sales territory structure prior to it being put into effect.

c) Suggest changes to the Publisher based on feedback from the advertising sales reps.  

Six months after geographic sales territory realignment has been completed, the committee shall reconvene one time for a review of the realignment.  The Publisher shall give serious consideration to any recommendations made by the committee.

Classification F:

Janitor/Maintenance

$9 per hour – starting rate

Classification G:

Business Office Clerk/Layout Person

$9 per hour – starting rate

Classification H:

Classified advertising representatives

$9 per hour – starting rat
(a) There shall be no reductions in pay for employees who earn more than these minimum rates.

(b) Classified advertising representatives shall continue to receive the following sales bonuses and incentives: 
· $100 monthly if the classified aging is ALL under 60 days.

· $7 for each new circulation start that they generate through telemarketing / outbound calls.  (Commissions paid after the customer pays.  This does not apply to temporary starts and stops).

· $7 for each E-Z Pay that they generate.

· $5 for Monster ads

· $16 for Taps on a bi-weekly basis.

(c) A house account shall be defined as follows: A house account is generally one where decisions are not made locally and there are no local sales involved or the ability to upsell an account. House accounts, regardless of whether they run preprints or ROP, have no local interaction for sales. The only work involved is writing the monthly tickets. The advertising director shall have the discretion to determine if an account has become a house account.  The advertising director shall have the discretion to assign and/or remove house accounts from Sales Reps. assigned account lists.  
(d) An advertising representative shall not lose commission earned on an account for non payment until the account is turned over to a collection agency. If the account is collected in whole or in part then an adjustment shall be made to the advertising representative’s commission, in the pay period following receipt of payment from the collection agency, to reflect the difference between the amount actually collected and the collection fees charged by the agency.
ARTICLE XX GENERAL WAGE PROVISIONS

1. Experience Definition. An employee shall be classified as to job title at the time of employment, transfer or promotion, and the Guild notified in accordance with the provisions of Article V.

2. No Pay Cuts. There shall be no reduction in salaries during the term of this Agreement. The term “salaries” in the foregoing sentence means all forms of wage compensation, including but not limited to the bases and rates for computing commissions, incentives and bonuses, but does not include any non-wage compensation, such as health insurance or other benefits. Advertising Sales Representatives hired on or after February 1, 2015 and Advertising Sales Representatives hired prior to February 1, 2015 who choose the option to transition to the GateHouse Media Sales Plan understand that the GateHouse Multimedia Sales Plan is controlling.    Notwithstanding the first sentence of this Section 2, the Employer may propose unpaid furloughs at any time during the contract. 
3. Higher Classification Work. An employee who works in a higher classification shall receive at least the minimum in the higher classification, for any work performed in the higher classification.

4. Maintenance of Differentials. An employee paid above the top minimum of the employee's classification shall maintain the same dollar differential above the new top minimum of the employee's classification when minimums are increased. 
5. Merit Increases. The minimum salaries established herein are minimums only; individual merit may be acknowledged by increases above the minimums. The Employer shall review the salaries of all employees at least every 12 (twelve) months for potential merit increase purposes. The Employer has sole discretion in determining the amount, if any, of merit increases.
6. Employees who are approved by management to use their personal phones for work assignments will be paid a stipend of twenty-five dollars ($25.00) per month. 

7. Payment. Payment of salary will be made bi-weekly. 

8. One Time Ratification Bonus.  Employees will receive a one-time ratification bonus of $400 per employee to be paid in the first available pay period following the ratification of this agreement. 
ARTICLE XXI WORKPLACE SAFETY AND HEALTH

1. General Duty

  
(a) The Employer shall continue his policy of providing a safe workplace. The Employer shall comply with all applicable laws, standards and regulations.
(b) Employees shall not be penalized or discriminated against for reporting personal or workplace safety or health problems. 

ARTICLE XXII EXPENSES AND EQUIPMENT

1. Formula

Gas price



Mileage rate

 
Up to  $1.50


$0.32

$1.51- 2.00


$0.33

$2.01-2.50


$0.34

$2.51-3.00


$0.35

$3.01-3.50


$0.36

$3.51-4.00


$0.37

$4.01-4.50


$0.38
Should the price of gasoline exceed $4.50 per gallon, the mileage rate will continue to be upgraded on the basis of 1 cent for each 50 cents of increase in the gas price.

The average price will be based on the posted pump price for regular unleaded gasoline and will be determined by the average price of Thornton, Circle K and Usco gas stations within the city limits of Pekin. On the first work day of each month (work days defined for purposes of this agreement as Monday through Friday, excluding holidays), a designated employee shall check the posted price for regular (lowest grade) unleaded gasoline at the station and report it to the company and the Guild. The mileage rate will be based for the entire month on this reported rate. The price of gas is listed as a certain amount plus 9/10 of a cent, so the parties agree that the rate will be rounded up by one cent above the listed gas price. 

Advertising Sales Representatives hired prior to February 1, 2015, that choose to stay on the 13% commission will receive a monthly stipend as set forth below:

· The base rate will be calculated using an average of 675 miles per month. The lowest mileage stipend for any given month will be $195.75. If the mileage rate increases per the formula above, the stipend will be recalculated using the 675-mile base, resulting in the new stipend for the month.

· The mileage stipend will be paid in the first paycheck following the calculation of the new monthly rate.

ARTICLE XXIII EMPLOYEE INTEGRITY

1. An employee shall not be required to perform any practice which is illegal or which the employee deems to be unsafe (unsafe, in this circumstance is understood to mean any practice which a reasonable person would conclude or interpret to be unsafe). An employee’s bi line or credit line shall not be used over the employee’s protest in circumstances where substantive changes have been made to the material submitted by the employee to the degree that the material, to a large, degree does not reflect what was originally submitted by the employee. An employee shall not be required to write, process or prepare anything for publication in such a way as to distort any facts or to create an impression which the employee knows to be false.

ARTICLE XXIV 

PRIVILEGE AGAINST DISCLOSURE AND AUTHENTICATION

1. No employee shall be requested to give up custody of notes, records, or documents, or disclose knowledge or information to any party except the Employer or his representatives.

2. The Employer or his representative shall not disclose in the newspaper the identity of any employee's source of information without the employee's prior knowledge and consent.

3. The employer shall notify the employee concerned of any demand on the Employer for such surrender or disclosure or authentication.

4. Except pursuant to a court order, the Employer and his representatives shall not release to third persons an employee's notes, records, documents or other information not contained in a news story published in the newspaper.  

5. The Employer agrees that in the event an employee is named as defendant in a legal action arising from the employee's role in the preparation of a published news story or from the employee's refusal to authenticate or disclose the source of a news account, counsel will be provided by the Employer for the employee's defense.  The Employer also agrees to indemnify the employee against damages, loss of salary, benefits and any other expenses incidental to a defense of the action.  The foregoing provision shall also apply should an employee be called before a grand jury legislative investigative panel, or other duly constituted legal commission or authority as a result of a published news story or the employee's refusal to authenticate or disclose a source.

The foregoing provisions shall not apply when the action against the employee is the result of the employee's reckless conduct or disregard of instructions or established policies.  

6. The Employer's obligation as specified in Section 5 shall cease at the point at which the employee refuses to follow the advice of counsel provided by the Employer or elects to proceed on an independent course of action.  However, provision of counsel shall be optional with the Employer where the issue is the employee's refusal to comply with an outstanding court order for the identification of a source or the production of documents.

7. Any discharge or other disciplinary action based upon this article shall be subject to the grievance and arbitration provisions of Article VI of this agreement in accordance with the terms of Article VII, Section 1.

ARTICLE XXV BULLETIN BOARDS

1. The Publisher shall install and maintain one bulletin board on each floor of the building. Size, type and locations of the boards will be jointly determined by the Publisher and the Guild. The bulletin board shall remain the property of the Publisher. The board shall be used for notices or other informational postings regarding Guild internal matters and published articles of relevance to the newspaper industry.

2. The Guild will not post, permit posting of or condone posting of material on the bulletin boards which is inflammatory or in any way derogatory to the Publisher, its board, administration, or any of its supervisors, managers, employees or any Publisher affiliate, subsidiary, or any other related entity, or which casts any of the foregoing in a negative light. The parties agree that published articles as defined in Section 1 that may cast the newspaper or company in a negative light are not in violation of this Section 2. Should the Publisher or a designee of the Publisher have an issue pursuant to this section regarding any items on the boards, he or she will contact a Guild officer about removal of the item.

3. The bulletin board will be the exclusive location for any and all Guild notices authorized by this article. Other Guild material, as allowed by law for purposes of bargaining and contract enforcement, that is not eligible for posting on the boards, shall be distributed only in non-work areas during non-work times such as before or after work, or during lunch or other break periods.

ARTICLE XXVI GENERAL PROVISIONS

1. Strikes. An employee shall not be required to handle struck work or work destined for struck departments or shops, nor shall an employee be required to cross picket lines. 

2. Outside Activity. Employees shall be free to engage in any activities outside of working hours, except employees shall not perform work for any direct competitor of the Pekin Daily Times newspaper or web site. Competition shall be determined based on whether the company in question directly competes for advertising accounts in the Pekin, Tazewell County and Mason County area.  The determination of such work is at the sole discretion of management and is not open to the grievance procedure.
3. (a) Re-Use and Syndicate Compensation. When the product of an employee's work is made available by the Employer to an enterprise other than the one in which the employee is employed, with the exception of other Gatehouse Media properties, the Associated Press, or other enterprises with which the Employer already has an existing agreement, the Employer shall compensate said employee for such other use at a rate to be agreed between the Employer and the Guild. 

4. Jury Duty and Witness Appearance. Jury service shall be handled according to the provisions of the Gatehouse Media Employee Handbook, Effective January 1, 2009, with the following exceptions or revisions: a) A part-time employee shall receive paid time off for jury service equivalent to the hours worked in a normal daily schedule for any day that he or she is scheduled to work that cannot be rescheduled within the same work week. Said employee must provide at least two weeks’ notice to the supervisor of his or her potential jury obligation for this provision to apply. b) An employee who must serve for more than two continuous work weeks (10 days) on a jury panel shall receive up to 10 additional paid days off for such service. This exception shall apply only one time in an individual employee’s service to the employer. In addition, any employee who must serve on a jury for more than the allotted paid days off shall have his or her health insurance premiums paid in full by the company for the duration of any unpaid jury leave time. c) An employee scheduled for a Friday night shift or any other evening or night hours on a day that he or she is called for jury service shall not be required to work on the day or days so spent. 

Witness appearances shall be handled according to the provisions of the Gatehouse Media Employee Handbook, Effective January 1, 2009, all except provision “a” above shall apply to witness appearances as well. 
5. Voting time shall be handled according to the GateHouse Media Employee Handbook which may, from time to time, be revised,” without further negotiations.
6. The Employer shall continue to provide, at no cost to a life-insurance-benefit-eligible employee, basic life insurance in an amount equal to one year’s salary (based on the rate of pay the employee was earning at the time of his or her death and not including overtime, reimbursements and/or stipends), payable to the employee's beneficiary or estate. For advertising representatives or other employees who earn a substantial amount of their pay through commission or commission-based bonuses, the insurance amount shall be based upon their previous year’s earnings (estimated for an employee who only worked part of a year), not including flat-rate bonuses, reimbursements and/or stipends.
7. The Union agree to accept the GateHouse Employee handbook.  All employees will adhere to the handbook except where the CBA specifically references a policy difference.  The Company may change the Handbook and the Union will not challenge any changes except in future negotiations.

8. The Union agree to accept the GateHouse Newsroom Handbook.  All newsroom employees will adhere to the handbook.  The Company may change the GateHouse Newsroom Handbook and the Union will not challenge any changes except in future negotiations.

ARTICLE XXVII ADDITIONAL DEPARTMENTS

1. Upon showing by the Guild through a card check that it has obtained a majority in any other department or operation of the Employer, the Employer agrees to recognize the Guild as the exclusive bargaining agent of the employees in such department or departments, and further agrees to enter into negotiations for a supplement to this Agreement covering such department or departments.
ARTICLE XXVIII NO STRIKES-BOYCOTTS/NO LOCKOUTS
1. During the life of this Agreement, or any written extension thereof, the Union, on behalf of its officers, officials, agents and members, or any employee, whether on or off duty, will not engage in or authorize any strike, sit-down, sit-in, boycott, walkout, sick out, slow-down, sympathy strike, or picketing, including picketing of any kind at any residence housing any supervisor, board member, or employee of the Publisher, or in any other way intentionally interfere with or interrupt the Publisher's operations for any reason. This provision is not intended and shall not be utilized by the Publisher to limit or interfere with leafleting or informational picketing by employees who are engaged in lawful collective bargaining practices. The term “walkout” shall not be construed to include employees who attend concerted actions, rallies during their break or lunch periods or before or after work, so long as such breaks are taken in compliance with departmental policies or practices.

2. The Union, its officers, officials and agents, shall be immediately accessible to the Publisher and shall immediately take all reasonable measures to prevent and stop any acts described in Section 1 of this Article, including immediately contacting by telephone, e-mail, overnight mail, or any other manner which would assure immediate contact to each individual engaged in such acts, as well as distributing a notice signed by an authorized representative of the Union stating that the individual’s action is in violation of the Agreement and instructing all such individuals to cease those actions which are or may be a violation of Section 1 of this Article.

3.  An employee who engages in any conduct which violates the provisions of this Article shall be subject to discipline up to and including discharge, as limited in this provision.  Said conduct shall constitute just cause for discharge only if the employee, upon notification by the Guild to cease the violative action, refuses to cease and continues such action.


4.   If actions deemed by the Publisher to be in violation of Section 1 of this Article are taken but the Union complies with the provisions of Section 2, no further action may be taken against the Union in regard to damages based upon the provisions of Section 5 below. If the Union complies with Section 2 but an employee refuses to cease the violative action, the Union will not be held liable for any damages that result from the employee’s conduct.  Should the Union continue to take the actions deemed by the Publisher to be in violation of Section 1, the Publisher shall have the right to suspend grievance and arbitration processing for the duration of the violative actions, excepting any grievances and arbitrations based on the Union’s assertion that the Publisher incorrectly or improperly utilized the provisions of Article XXVII (No Strike) against the Union and/or employees.

5. In the event that the National Labor Relations Board, an arbitrator, court or other authorized regulatory or legal entity should determine that the Union did knowingly and intentionally violate the provisions of this Article, the Union shall be liable in damages to the Publisher, including $1,000 liquidated damages plus any and all actual damages, administrative costs/expenses and attorneys’ fees and costs associated with any arbitration or other legal proceedings which result from the violation. An individual employee and/or Union employee, agent, official or representative shall be limited in financial liability to any actual property damage that the Publisher can prove was caused by said individual.
6.  The Publisher will not lock out employees during the term of the Agreement and in the event that the National Labor Relations Board, an arbitrator, court or other authorized regulatory or legal entity should determine that the Publisher did knowingly and intentionally violate the provisions of this Article, the Publisher will be liable in damages to the Union for conducting a lockout during the term of the Agreement, including $1,000 liquidated damages plus any and all actual damages, administrative costs/expenses and attorneys’ fees and costs associated with any arbitration or other legal proceedings which result from the violation.

ARTICLE XXIX MANAGEMENT RIGHTS

1a. The Company has the ability to subcontract work, without restriction, in no more than two (2) of the Classifications listed below.
      Classifications are:

      Reporters

      Photographers

      Editorial Clerks

      Circulation Clerks

      Graphic Artists

      Paginators

      Advertising Commission Sales Representatives

      Business Office Clerk

      Layout Person

      Classified Advertising Representatives

The Publisher’s right to subcontract such work, without restriction shall survive the expiration of this collective bargaining agreement.  Absent any agreement in a successor CBA, the Publisher’s right to subcontract classifications per Paragraph (a) above shall continue.

b. Layoffs shall otherwise follow the procedures in Article VII (Security) and severance shall be paid to any such dismissed employees as defined in Article VIII (Severance Pay).
2. The Employer shall not be deemed to have agreed to any term or condition of employment not specifically set forth in this Agreement. Any interim agreements made during the term of this agreement shall be added to the Collective Bargaining Agreement as side letters.
3. The Employer has and retains the exclusive right, authority and discretion to determine competency and/or fitness for duty; to determine whether to offer light duty and to determine employee eligibility for light duty.

4. The provisions of this Agreement do not prohibit the Employer from directing any person not covered by this Agreement to perform any task.  The Employer, therefore, has and retains the exclusive right, authority and discretion to schedule management, supervisory, or other personnel not in this bargaining unit to perform any task at any time so long as no employee suffers a reduction in hours or is subject to lay off as a direct result of management, supervisory or other personnel performing bargaining unit work.

5. The Employer has and retains the exclusive right, authority and discretion to determine the locations of its operations; to open, close, consolidate and relocate its operations, or relocate training programs in whole or in part.

Any separation of employees in connection with said moving, transfer of work, closing, selling, consolidation or relocation will be in accordance with the relevant provisions of the contract.

This provision is not intended to act as a subcontracting clause that would allow any work currently within the jurisdiction of the Guild to be removed, but it refers to the ability to change the physical location of the employees.

6. The Employer has and retains the exclusive right, authority and discretion to install or introduce any new or improved services, processes and/or work procedures. However, the relevant provisions of Article VII, Section 5 shall apply.

7. Notwithstanding the provisions of Article VII, Section 1 of this Agreement the employer may dismiss an employee for any reason during the probationary period. The probationary period shall consist of the first 90 days of employment for any new hire, with the exception of outside sales persons where the period shall consist of 180 days. Except in the case of sales reps, where the probationary period cannot be extended, the probationary period can be extended for a further 90 days with the mutual consent of the employer, the Guild and the employee.

An employee who is in the probationary period shall otherwise receive all of the rights and benefits that are included in this Agreement.
ARTICLE XXX DRUG AND ALCOHOL TESTING
1. The Employer and the Guild recognize the importance of maintaining a drug and alcohol free work place. Accordingly, it is agreed that the Employer may require employees to submit to drug and alcohol testing on the basis of reasonable suspicion of being under the influence or testing after involvement in an accident (such accident having occurred during the employee’s regularly scheduled work hours, including lunch time) as a condition of employment with the understanding that a confirmed test of positive for use of illegal drugs and/or alcohol shall be cause for immediate termination. The Company agrees to recognize the State of Illinois DOT levels as establishing positive or negative results. The company agrees to have all testing done at a recognized certified facility. 

2. In the event that an employee is required to submit to drug and/or alcohol testing in accordance with the provisions of this section the cost of such testing will be borne as follows:

a) By the Company in the event of an initial test

b) By the Employee in the event that testing on an initial sample (both A & B samples) concludes a result in excess of the State of Illinois DOT levels & the Employee, at his or her own accord, asks for a second set of tests to be completed.

c) By the Company in the event that it requires an employee to go for a further test after the employee has been certified drug and/or alcohol free 

If an employee has a drug or alcohol problem that has not resulted in and is not the immediate subject of disciplinary action, the employee may request approval to take time off to participate in a rehabilitation or treatment program.   Leave of absence (the “LOA”) may be granted under the Family and Medical Leave Act “FMLA”(if the employee is otherwise eligible) if the employee agrees to abstain from use of the problem substance; and abide by all GateHouse Media policies, rules and prohibitions relating to conduct in the workplace. Nothing herein prevents an employee from applying for either short term disability or long term disability during any period of absence. The decision on whether or not an employee qualifies for a disability claim rests solely with the disability insurance provider.

ARTICLE XXXI DURATION & RENEWAL

1. This contract shall commence on the _______________ day of _________________ , 2017 and expire on the _________________ day of ____________________ , 2019, and shall inure to the benefit of and be binding upon the successors and assigns of the Employer.

2. Within 180 days (meaning between 180 days prior and one (1) day prior to the expiration of this Agreement), the Employer or the Guild may serve notice to initiate negotiations for a new contract to take effect on (insert exact expiration date). Said negotiations shall commence no less then 30 days after notice is given by one party to the other of its desire to negotiate a successor agreement. The parties may, by mutual written agreement, extend the expiration of this contract beyond (insert exact expiration date), thereby maintaining all terms and conditions.

Signed on this day, ____________________________

_____________________________________         _____________________________________
For the Pekin Daily Times


     For Guild Local 36047 (Pekin Unit)
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