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2021-2025 Agreement between the
Skagit Valley Herald and
Pacific Northwest Newspaper Guild, CWA Local 37082

Introduction/Joint Mission

The joint mission of the Skagit Valley Herald (the "Employer") and the Pacif-
ic Northwest Newspaper Guild, CWA Local 37082 (the "Guild") is to prepare the
corporation, its employees, and its owners for successful competition in the news-
paper industry. The economic health of the newspaper, and thus the security and
well being of everyone involved depends on the success of the parties' commit-
ment to prepare for the future.

The principal goal for this partnership is that the parties together will learn
to manage beneficially the inevitable issues of change. This partnership em-
braces a dynamic relationship, recognizing the need for employee involvement
in adapting to change. The method chosen to pursue these goals is an employ-
ee-management partnership — a relationship of mutual respect, open communi-
cation, shared success, mutual aid and innovative problem solving.

Article 1 — Recognition

The Employer recognizes the Guild as the bargaining representative for
all editorial department employees employed by the Employer at its Mount Ver-
non, Washington, location; excluding all circulation employees, advertising em-
ployees, classified employees, office clerical employees, confidential employ-
ees, editors (including news, sports, city, photo, publications, and feature), as-
sistant city editor, all other employees, and guards and supervisors as defined
in the Act.

Article 2 — Management

(a) Management will define, communicate and implement the objectives
and goals of the corporation. It will lead and direct the employees through the ex-
ercise of all the rights and prerogatives associated with management, and exer-
cised by it.

This section does not abrogate other provisions of this Agreement. The

Guild recognizes that the Employer has the obligation of serving its subscribers
with the highest quality services, efficiently and economically. The Guild further
recognizes the right of the Employer to operate and manage its operations includ-
ing, but not limited to, requiring standards of performance, to maintain order and
efficiency, to direct the employees and determine job assignments and working
schedules: to determine the materials, equipment and procedures which will be
used; to determine staffing requirements; to reassign or subcontract work (except



Page 2

as provided in Article 2(c) below); to determine the kind and location of facilities; to
select and hire employees; and to promulgate rules, regulations and personnel
policies, including but not limited to such matters as conduct, performance, dress
and attendance, provided that such rights shall not be exercised so as to violate
any of the specific provisions of this Agreement. The parties recognize that the
above statement of management responsibilities is for illustrative purposes only,
and should not be construed as restrictive or interpreted so as to exclude those
prerogatives not mentioned which are inherent to the management function. All
matters not covered by the language of this Agreement shall be administered by
the Employer on a unilateral basis in accordance with such policies and proce-
dures as it from time to time shall determine.

(b) It is recognized that work presently performed by employees with the
bargaining unit may from time to time be subject to reassignment and/or elimina-
tion because of new or modified processes or equipment employed by the Em-
ployer. Where the Employer plans such a reassignment and/or elimination, it
shall advise the Guild at least thirty (30) days in advance of the change in order
to provide opportunity for discussion prior to implementation.

(c) If the Employer decides to contract out bargaining unit work not previ-
ously contracted out, the Employer will comply with the following procedures. The
Employer shall inform the Guild of its intention to contract out. The Guild will give
the Employer notification within ten (10) working days of its desire to negotiate
the effects of contracting out. Thereafter, the Guild and the Employer shall nego-
tiate in good faith on the issues. If thirty (30) calendar days after the request from
the Guild, the Employer still decides to go ahead with the decision to contract out
the work, it may do so. The parties shall continue to negotiate and seek resolu-
tion of any effects issues which have not been resolved at that time. This clause
shall not apply to contracting consistent with current or historical practices.

(d) Training. Training is critical to the maintenance of an efficient, competi-
tive and quality workforce, and to employee advancement. Employees will be as-
signed by skill and experience to a variety of functions and services, consistent
with the overall needs of the Employer. The parties are committed to encouraging
and allowing employees the opportunity to voluntarily gain additional skills.

Article 3 — Guild Activities and Membership

(a) The Guild shall provide the Employer a list of Guild officers and
shop stewards, and maintain such a list in a current status.

(b) There shall be no discrimination in wages, working conditions or bene-
fits because of Guild membership or lack of Guild membership. It is agreed there
will be no solicitation of employees, or other Guild activity, during working time.
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Working time does not include meal periods or established break time (assuming
all involved employees are on break).

(c) All current employees who are members of the Guild as of the effec-
tive date of this Agreement shall remain members as a condition of continued
employment. All current employees who are not members of the Guild shall have
the right to determine whether they wish to join the Guild. All new employees
must decide within sixty (60) days of employment whether they wish to join the
Guild, and all such employees who choose to join the Guild must remain mem-
bers through the duration of the Agreement.

(d) The Employer shall be held harmless by the Guild of any action result-
ing from the termination of any employee under this Article.

Article 4 - Information

Within one month after the hiring of a new employee, the Employer shall
furnish the Guild the employee's name, address, date of hire, classification and
salary. When providing such notice, the Employer shall also inform the Guild of
any employees who have left the bargaining unit.

Article 5 — Employee Security

(a) The Employer may discharge employees for just cause. While embrac-
ing the concept of progressive discipline, the parties recognize that some conduct
requires immediate, severe discipline, up to and including termination.

(b) The Employer may lay off employees, provided that employees and the
Guild are given at least two (2) weeks notice in advance of the layoff. The Em-
ployer may pay two (2) weeks' salary in lieu of such notice.

(c) New employees shall be considered introductory employees during
the first six months of their employment. The introductory period may be ex-
tended by mutual agreement with the Guild when the Employer has not had the
opportunity to fairly determine the capabilities of the introductory employee.
Discipline and discharges occurring during the introductory period are at the
Employer's discretion, and may not be challenged under the grievance proce-
dure.

(d) In the event of a layoff, seniority will be determinative when compe-
tence, qualifications and ability to do available work are equal. The Employer
shall have reasonable discretion to make the determination as to competence,
qualifications and ability, but such determination shall be subject to the griev-
ance procedure.
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(e) Seniority means continuous length of service with the Employer, unin-
terrupted by either voluntary quit, dismissal for cause, layoff of one year or more,
or refusal to accept an offer of substantially equivalent employment while on lay-
off.

Article 6 — Non-discrimination

There shall be no unlawful discrimination by the Employer or the Guild
against any employee or applicant from employment because of race, creed,
sex, color, national origin, citizenship or immigration status, marital or family
status, disability, sexual orientation, gender identity, veteran status or age, as
provided by law.

Article 7 — Hours and Overtime

(a) The regular workweek for full-time employees shall generally be under-
stood to be between 30 to 40 hours within five days. Employees’ schedules may
fluctuate as news needs require.

(b) The Employer may accept requests by employees to work flexible
schedules in which their full-time hours are divided into either six (6) or four (4)
days on either a temporary basis as news needs require or, upon mutual agree-
ment, a permanent basis. Once accepted by the Employer, such permanent
changes to schedules may be terminated by either party upon fourteen (14) days
notice.

(c) The parties recognize that overtime work is costly for the Employer and
disruptive for employees. The Employer will make a good faith effort to minimize
overtime work. The parties recognize the value of flex time, and encourage the
Employer to utilize flex time during a work week as a mechanism for keeping an
employee's work week at forty hours. All work performed in excess of forty (40)
hours per week shall be paid at the overtime rate of time and one half. When
overtime is necessary, employees will be expected to obtain prior authorization,
the employee shall minimize overtime to the greatest possible extent, and shall
report the incurred overtime to his or her supervisor the following work day.

(d) There shall be no duplication or pyramiding of overtime or premiums.

(e) The Employer shall keep a record of all overtime. Copies of such
records shall be given to the Guild upon reasonable request.

(f) Meal periods and rest periods shall be provided as required by State



Page 5

law. Employees shall be allowed a meal period of 30 minutes which commences
no less than two hours nor more than five hours from the beginning of the shift.
Employees shall be allowed a rest period of 10 minutes, on the Employer's time,
for each four hours of working time. Rest periods shall be scheduled as near as
possible to the midpoint of the work period. No employee shall be required to
work more than three hours without a rest period. Where the nature of the work
allows employees to take intermittent rest periods equivalent to 10 minutes for
each four hours worked, scheduled rest periods are not required.

(g) The Employer shall make a good-faith effort to schedule work with a
minimum of twelve (12) hours between shifts, except where mutually agreed or in
unusual situations.

(h) Work schedules of days shall be posted no later than the Monday pre-
ceding the week for which the schedules apply. Insofar as practical, the posted
schedule shall include start times, recognizing that occasional changes may be
required.

(i) The Employer will make a good-faith effort to avoid split shifts. It is mu-
tually understood, however, that community events and/or other circumstances
may make such scheduling impractical.

(i) When an Employee finishes a shift and leaves the workplace and is
called back to the workplace to perform additional work, the Employer will pay for
the actual callback time worked or a guaranteed minimum of three (3) hours. The
Employer agrees to hold all callbacks to an absolute minimum consistent with
operational needs. This provision also applies when employees are called to re-
turn to the workplace in order to do work on their days off.

Article 8 — Transfers and Promotions

(a) Bargaining unit job vacancies shall either be posted or announced
in the company bulletin.

(b) When filling such a job vacancy, the Employer will give preference to
internal applicants over outside applicants. As between bargaining unit employ-
ees, the Employer shall give seniority first consideration when factors such as
competence, qualifications and ability to perform the work are equal. The Em-
ployer shall have reasonable discretion to make this determination, although it is
subject to the grievance procedure.

(c) An employee promoted under this Article shall be given an evaluation
period of 90 days, which may be extended by mutual agreement between the
Employer and the Guild. During the evaluation period, a promoted employee
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shall receive the lowest salary in the new classification which is higher than the
employee's old salary.

(d) Employees who fail to meet the requirements of the new position dur-
ing the evaluation period shall be returned to their former job classification and

pay.

(e) An employee who is demoted or returned by the Employer to a bar-
gaining unit job classification from a position outside of the bargaining unit, will
retain the seniority they accrued while in the unit.

Article 9 — Grievance Procedure

(a) All disputes involving an alleged violation of the terms of this agreement
shall be subject to the following grievance procedure.

(b) All grievances shall be submitted in writing, setting forth the facts giving
rise to the grievance, the grounds of complaint, the section that this Agreement
violated, and the action sought. All grievances shall be submitted in writing to the
Employer within thirty (30) calendar days from the date the employee knew, or
reasonably should have known, of the event giving rise to the grievance.

(c) Initially, the employee and his/her supervisor and/or his/her editor shall
meet to discuss the grievance.

(d) If the employee is dissatisfied with the determination of the supervisor
and/or editor, he/she may, within seven (7) days of receiving the supervisor's re-
sponse, forward the grievance to the Publisher. Unless otherwise mutually agreed,
the Publisher shall meet with the employee and his/her Guild representative to
discuss the grievance, and will respond to the grievance in writing.

(e) If the Employer and Guild fail to agree within thirty (30) calendar days
after the matter has been submitted to the Publisher, the dispute may be submit-
ted for binding arbitration. The written request for arbitration must be made within
seven (7) days from receipt of the answer from the Publisher, or the expiration of
the thirty (30) day calendar period, whichever occurs first. If the parties are unable
to mutually agree upon an arbitrator, a list shall be requested from the Federal
Mediation and Conciliation Service of nine Washington and Oregon arbitrators.
Either party may reject the initial panel and request a second panel. After a toss of
the coin, the parties shall alternately select a name from the list until one remains
as the arbitrator chosen by the parties.

(f) The arbitrator's decision shall be final and binding. The arbitrator shall
have no power to add to, subtract from, alter or vary in any way the express terms
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of this agreement, or to imply any restriction or burden against either party that
has not been assumed by the express language of the agreement.

(g9) Each party shall bear one-half of the joint expense of arbitration and all
of its own expenses, including the cost of representation.

(h) The time limits specified in this Article are mandatory, and may be ex-
tended or waived only by mutual agreement of the parties.

Article 10 — Employment

(a) A full-time employee is one who is regularly scheduled to work thir-
ty (30) hours or more per week.

(b) A part-time employee is one who is regularly scheduled to work
less than thirty (30) hours per week.

(c) Temporary employees are those employees who are not regularly
scheduled to work for any set period of time, or are hired to work for a period of
set duration on a special project not to exceed six months.

(d) Full-time and part-time employees are members of the bargain-
ing unit. Temporary employees are excluded from the bargaining unit.

(e) Except as otherwise provided herein, part-time employees shall
not receive any benefits under this agreement.

Article 11 — Wages

(a) Employees shall be paid twice a month. The Employer may change the
payroll dates so long as such dates are consistent with those of other employees
of the Employer.

(b) The Employer retains the right to grant merit increases.

(c) Employees may bargain individually for pay increases above es-
tablished minimum salaries.

(d) The Employer shall provide the Guild with a description of any bonus
and/or incentive plan the Employer introduces.

(e) Should the Employer create a new job classification, it shall notify, and
upon request, discuss with the Guild the assigned salary for the classification.
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(f) All employees shall receive an additional 50 cents per hour when they
are required by the Employer to work between 7 p.m. and 6 a.m. The differential
shall apply only to the time worked between 7 p.m. and 6 a.m.

(g) Commitment to Fair Pay — Skagit Publishing Co. is committed to fair
pay in relation to the job market within a relevant range, while also taking into
consideration the economy in the Skagit Valley Herald circulation area.

Job title | 2021 01.14.2022 | 01.13.2023 01.15.2024_‘ 01.25.2025
Reporter/copy ‘ $1475  $18.00|  $18.36 $18.73‘ $19.10

editor/photo-
journalist
(0 to 3 years)

Intermediate re- $15.75 $20.00 $20.40 $20.81 $21.23
porter/copy edi- |
tor/photojournal-
ist

(3 to 5 years)

Senior reporter/ ‘ $16.75 $21.00 $21.42 $21.85 $22.29
copy editor/pho-
tojournalist
(5 or more

| years)

(h) Minimum pay — The minimum hourly pay rate for each position shall be -
as follows. The minimums below will be in effect for the duration of the contract.

(i) Employees shall be slotted into the appropriate classifications and pay
levels based on their current skill ievel and amount of experience. Greater em-
phasis is placed on the achievement of skills rather than the passage of time.
The Publisher and the editors will determine which pay level is appropriate for
employees.

(j)New hires will be slotted into the appropriate pay classifications based
on discussions between the employee and the Employer at the time of hire. The
Publisher or their representative has final discretion.

(k) Advancement to the intermediate and senior pay levels in an employ-
ee's classification shall take place on the anniversary date of an employee’s hire
following completion of the applicable years of continuous service at the Skagit
Valley Herald, as long as the employee meets or exceeds expectations in the
most recent performance review.

Employees shall be eligible for advancement to the intermediate level after
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completing three (3) years of service and to the senior level after five (5) years
of service. An employee on a performance improvement plan will not be eligible
for advancement until the plan is successfully completed. Advancement in pay
level shall be lieu of any prescribed or scheduled percentage wage adjustments
for that year, as described in Article 11(g)4 below.

Employees may be advanced earlier based on skill level or credit for other expe-
rience. The Employer agrees that it will not arbitrarily refuse to advance em-
ployees on the pay scale. The Publisher or its representative has final discretion
regarding advancement.

() "Fair raises" means that raises are linked to performance and to the
job market.

(m) Annual wage adjustments - Each member in the bargaining unit will
receive the following wage adjustments:

Jan. 14, 2022 - 2% increase
Jan. 13, 2023 - 2% increase
Jan. 15, 2024 - 2% increase
Jan. 15, 2025 - 2% increase

(n) Performance evaluations are done by the employee's direct supervi-
sor, reviewed by the Editor and based on performance criteria from the job de-
scription. Current job descriptions for all positions will be provided to all employ-
ees and to the Guild. Employees who believe their performance evaluations do
not accurately reflect their performance may appeal the evaluations to the Editor
for review. Employees that are not satisfied with the decision of the Editor may
appeal to the Publisher for review. The determination of the Publisher is final.

(0) As used in Article 11, "final" decisions made by the Employer or its
representative are not subject to the grievance procedure.

Article 12 — Expenses

(a)The Employer shall reimburse employees for the approved use of an
automobile, in the service of the Employer. The reimbursement rate is calculated
every other month based on the sum of two components. The first component is
$0.26 per mile for maintenance and depreciation. The second component is for
gas and it is calculated based on the price of gas divided by 25 miles per gallon.

For example, the current mileage rate (as of June 1, 2021) would be cal-
culated as follows:

Average price of gasoline per gallon $3.31
Divided by average miles per gallon 25 mpg
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Equals gas allowance $0.13
Plus maintenance and depreciation factor $0.26
Equals current mileage reimbursement $0.39

On the first day of even-numbered months the mileage rate will be updated
by calculating an average gas price based on a sample of at least eight (8) gas
stations within the 98273 and 98274 zip codes, which shall include both the high-
est and lowest price offered within each zip code.

(b) The Employer shall continue to provide the same level of insurance
coverage for photographic equipment and laptop computers, if required by the
Employer, used in the service of the Employer. Each employee shall provide the
Employer with a list of all such equipment, and keep such list up to date.

Article 13 — Holidays

(a) All full-time employees shall have the following holidays with pay: New
Year's Day, Presidents' Day, Memorial Day, Independence Day, Labor Day,
Thanksgiving and Christmas. In addition, employees who are full-time as of July 1
shall receive one floating holiday for use during the following calendar year, with
scheduling of the holiday subject to mutual agreement between the employee and
Employer.

(b) Holiday Substitution: By Agreement with the Employer, am employee
may select up to two (2) religious or culturally significant holidays for any two (2)
of the holidays listed in 13a. Such selection shall be arranged with supervisor/
manager not less than two (2) weeks before the holiday(s) chosen. Holiday sub-
stitution must be in the same calendar year.

(c) The holiday shall begin at 12:00 midnight on the eve of the holiday, and
continue for the next twenty-four (24) hours. All full time employees required to
work on a holiday shall receive straight-time pay for hours worked in addition to
their holiday pay, except that employees who work on Thanksgiving and Christ-
mas shall receive the overtime rate for all time worked on those days in addition
to their holiday pay. Full-time and part-time employees who work on a holiday
shall receive a minimum of three-(3) hours' pay at the straight-time rate.

(d) Any full-time employee whose day off falls on a holiday shall re-
ceive an additional day off with pay at another date to be determined by
mutual agreement between the employee and the Employer.

(e) Employees who are on leaves of absence, including sick leave,
must work either the last scheduled day preceding the holiday or the first
scheduled day following the holiday to receive holiday pay.
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Article 14 — Vacations

(a) Full-time and part-time employees are eligible for paid vacation
time. Employees accrue vacation time in each pay period. They are able to
take it as it is earned, subject to their supervisor's approval regarding sched-
uling. There are four levels of vacation accrual, based on length of service to
the company. Each of these levels is based on a full-time 40 hour work week.
Vacation time is pro

Level | Length of Rate of earning | Vacation time ‘ Ongoing
service totals Cap (150
percent)
0 0-90 None 0 N/A
days {
1 91 days| 20 hours upon reach- 80 hours per 120 hours
or more ing 91 days, 0.0385 year (two
per hour paid weeks)
2 5yearsor| 0.0578 per hour paid | 120 hours per | 180 hours
more year (three
weeks)
3 10 years ‘ 0.0769 per hour paid | 160 hours per| 240 hours
or more year (four
! weeks)

rated for employees working fewer than 40 hours per week.
Level 0: Employees with 0-90 days of service are not eligible for vacation. They
do not accrue vacation time, nor will they be paid any vacation time if they termi-
nate during the first 90 days of employment.

Level 1: Employees will receive 20 hours of vacation time upon reaching 91
days of continuous employment. Thereafter, they will accrue additional vacation
time at the rate of 0.0385 hours per hour paid (2 weeks/year).

Level 2: Employees with over five years of continuous service will earn 0.0578
hours of vacation time per hour paid (3 weeks/year).

Level 3: Employees with over 10 years of continuous service will earn 0.0769
hours of vacation time per hour paid (4 weeks/year).

(b) Vacation accrual is capped at 150 percent of available vacation
time, based on level. For example, a seven-year employee will have vacation
time capped at 180 hours. Upon reaching 180 hours, if no vacation is taken,
he/she will stop accruing vacation time until he/she uses some vacation time.
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Unless otherwise restricted by law, Employees will stop accruing vacation
upon reaching their cap. Employees are responsible for tracking their avail-
able vacation and using it before it caps out.

(c) All vacation requests must be scheduled in advance and approved
by the appropriate supervisor.

Up to two reporters can be on vacation at the same time. More than two re-
porters may be on vacation with managerial approval. Requests for vacation
may be denied according to reasonable departmental needs.

Vacations shall be approved on a rolling basis, but no more than one (1) year
and a week in advance, or 53 weeks. Vacations of one week or more must
be requested with at least two weeks notice.

In the case of conflicts over specific available vacation weeks, the employee
who makes the request in the payroll system first shall be given priority. If
multiple employees file a vacation request at the same time, seniority shall
break the tie. Seniority will not overrule already scheduled vacations. Those
denied a vacation week shall be given the opportunity to request a different
available week.

Six months following the ratification of this agreement, the Guild and Pub-
lisher will meet to address any inefficiencies, productivity issues or conflicts
that have arisen as a function of this language, and may consider a further
memorandum of understanding regarding vacation.

(d)While every effort will be made to accommodate employees' desired
vacation schedules and approval will not be withheld unreasonably, there are
certain times during the year when vacations will be restricted. Examples in-
clude, but are not limited to, elections and important sporting events that
need coverage by staff.

(e)When vacation requests are denied, supervisors shall provide upon
request the operational reason for such denial in writing.

(f) Unless otherwise approved, vacations may not exceed three (3)
consecutive weeks.

(g) Starting Dec. 31, 2012, employees may not carry over more than 80
hours of the previous year's vacation accrual into the following year.

(h) If an employee wishes to carry over additional vacation for an antic-
ipated need in the following year (extended vacation, pregnancy, etc.), the
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employee may request an exception to this cap from the Publisher. The final
decision will be made by the Publisher.

(i) Upon termination, an employee will be paid for any vacation ac-
crued but not used from the current calendar year plus up to a maximum of
eighty (80) hours of vacation carried over from the previous year. Employees
may have vacation accrual in excess of the cap, but no payment will be
made for hours over this amount.

() Part-time employees will accrue vacation time using the same for-
mulas used for full-time employees.

(k) Vacation accrual rates will change on an Employee’s fifth- and 10-
year anniversary dates.

(I) Employees continue to accrue vacation time and sick leave while
out on vacation. Employees on short- or long-term disability do not continue
to accrue vacation time.

(m) Upon termination of employment, an employee (or the employee's
estate in case of death) shall receive pay for all accrued and unused vaca-
tion.

Article 15 — Sick Leave

(a) Full-time and part-time employees are eligible for paid sick leave.
There are three levels of sick leave. Length of service is calculated from date
of hire.

Level 0: Employees with 0-90 days of service are not eligible for sick
leave.

Level 1: Employees will receive 10 hours of sick leave upon reaching 91
days of continuous employment. Thereafter, they will earn additional sick
leave at the rate of 0.0193 hours per hour paid (1week/year).

Level 2: Employees with at least five years of continuous service will earn
0.0385 hours of sick leave per hour paid (2 weeks/year).

Part-time employees receive sick leave days using the same formulas.
Sick leave is capped at 150 percent of available sick time, based on level.

See the chart below for details.
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(b) Sick Leave may be used for an employee's own illness or injury, to care
for a child under the age of 18 with a health condition requiring treatment or su-
pervision, or to care for a spouse, p_are_r]t,_ parent

Level Length of .Rate of earn- Sick leave to- Ongoing cap
service .ing tals (150 %)
0 0to90days None 0 N/A
1 91 daysor 10 hours upon 40 hours per 60 hours
more reaching 91 year (1 week)
days, 0.0193
per hour paid
thereafter
2 Syearsor 0.0385 hours 80 hours per 120 hours
. more per hour paid  year (2 weeks)

-in-law or grandparent with a serious health condition. Employees are expected to
provide as much notice as possible of the need to miss work because of illness or
injury, and may be asked to provide a doctor's note verifying the reason for use of
sick leave. Abuse of sick leave can result in disciplinary action, up to and including

termination.
(c) Employees may not donate or share sick leave. Under no circum-

stances will an employee's sick leave be converted to cash.

(d) Employees continue to accrue sick leave and vacation time while out
sick. However, they do not accrue vacation time or sick leave while on short-
term disability only or long-term disability only (when there is no overlap with
sick leave or vacation time).

(e) Sick leave payments will be coordinated with State Employment Se-
curity Department, such that the employee's net income is not increased dur-
ing any time of illness or disability.

(f) Full-time employees will be covered under the Employer's Disability
[nsurance Plan.

(g) If an employee is disabled because of iliness, injury or pregnancy,
the employee shall be required to use available sick leave and vacation pay
during the term of their leave. Disability initially must be verified by a physi-
cian, and supplemental statements may be required. The Employer shall
comply with the Family Medical and Leave Act.

(h) Full-time employees who have been with the Employer for at least 60
days prior to a requested leave are eligible for short-term disability at the be-
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ginning of the month following the 60-day eligibility window.

(i) Full-time employees who are absent from work for more than 14
consecutive calendar days because of illness or injury, and who have used all
accrued sick leave and vacation time, may be eligible for the Employer’s
short-term disability program. In general, the program provides benefits to eli-
gible employees absent between 30 and 90 consecutive calendar days be-
cause of a "disability," as that term is defined and used in the the Employer’s
Long-Term Disability insurance policy. Short-term disability benefits are not
available for employees whose absence is covered by workers' compensation
or industrial accident insurance. The Administrator will determine any ques-
tions regarding the scope of coverage under the program.

(j) Employees do not accrue vacation time or sick leave while out on
Short Term Disability.

(k) The Publisher has the right to request a doctor's note or an indepen-
dent medical evaluation at any time. Failure of the employee to comply with
this request will result in discontinuation of short-term disability benefits, and
may result in disciplinary action, up to and including termination.

() After 90 consecutive calendar days of absence because of illness or
disability, an employee may be eligible for benefits under the employer’s long-
term disability plan.

Article 16 — Leaves of Absence

(a) An employee with at least two (2) continuous years of service with the
Employer may request an unpaid leave of absence, not to exceed three (3)
months. The determination to approve such leaves shall be made by the Em-
ployer, and is not grievable. The approval of any leave request will not be prece-
dential for any future requests. Leave requests will not be approved if another
employee will be on leave during the requested period. Except for leaves of less
than ten (10) work days, the employee will not receive any accruals or benefits
under the Agreement during the period of the leave.

(b) Time spent on approved leaves shall not constitute a break in continu-
ity of service, but leave time beyond a total of 240 hours in a calendar year will
not count as service time in the computation of length of service benefits under
this Agreement.

(c) Upon return of an employee from an approved leave of absence, a
temporary employee hired as a substitute for such employee, may be dismissed
by the Employer.
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(d) Parental leave will be made available to either parent under the provi-
sions of Washington’s Paid Family and Medical Leave Act, the Federal Medical
Leave Act, Washington State Paid Sick Leave, the Employer’s Short-Term Dis-
ability policy and other applicable law. In accordance with the PFMLA, parental
leave will be made available to birth or adoptive parents, regardless of gender,
for the purposes of medical recovery and bonding time. An employee may sup-
plement their state-allocated leave with available vacation and sick leave, and
may extend their leave with available vacation and sick leave. Once all contrac-
tual and statutory leave has been exhausted, employees may request to take up
to an additional three (3) months of unpaid [eave as outlined Article 16, Section
A above. If state or federal benefits are reduced during the life of this contract,
the Employer will provide the same level of leave and benefits to employees as
applicable at the start of this contract.

(e) An employee designated by the Guild to attend a negotiating meeting or
other meeting with the Employer and the Union shall be released without pay for
that purpose. Meetings shall be scheduled so as not to disrupt the Employer's
staffing needs or cause overtime for other employees.

(f) Bereavement Leave. In the event of a death in the immediate family of
a full time employee, a full-time employee who has completed the introductory
period shall receive up to three (3) days bereavement leave with full pay. Im-
mediate family includes spouse, domestic partner residing with the employee,
parent, son, daughter, brother, sister, grandparent, grandchild, parent-in-law,
step-parent, step-brother, step-sister, and stepchild or any relative who regularly
resides with the employee. The Employer will not unreasonably deny requests
to supplement bereavement leave with available vacation days or qualifying
sick days as outlined in Article 15.

(g) Fellowship Leave. The Employer will give good faith consideration,
taking into consideration the benefit to the employee and the operational needs
of the Employer, to approve a request for an unpaid leave of absence if an em-
ployee wins or is the recipient of a journalism-related fellowship or study grant.
The employee must have at least two (2) years continuous service with the
Employer, the sole purpose of the leave must relate to the fellowship or study
grant, and the leave may not exceed three (3) months, unless otherwise agreed
by the Employer. The employee shall request the leave prior to application for
the fellowship or grant, and the Employer shall notify the employee immediately
(unless additional information is needed) whether the request has been grant-
ed. Except as specifically provided in this Section (g), the other provisions of
this Article 16 shall apply to a Fellowship Leave.

Article 17 — Military Leave
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(a) Employees will be granted unpaid leaves of absence to attend re-
quired military reserve training programs to the extent required by law. Vacation
may be used during active duty for training periods.

(b) An employee enlisting, inducted or recalled for extended active duty
will be granted an unpaid leave of absence for the period of service, to the ex-
tent required by applicable federal and state laws.

Article 18 — 401(k) Plan

The Employer shall allow employees to participate in the Employer's
401(k) Savings Plan on the same terms and conditions as other employees.

Article 19 — Medical Plan

(a) Full-time employees shall receive the same health and welfare plan,
coverage, benefits, and employee premium schedule as other non-union employ-
ees of the Employer.

Article 20 — Severance

Before layoffs may take place, the Employer agrees to offer the following
benefits to any volunteers who step forward to resign in lieu of involuntary layoffs.
Such volunteers shall be designated as "laid off' when the Employer responds to
filings for unemployment claims by the affected employees. The Employer has the
right to reject offers. In the case of layoffs, the Employer may choose to inform
employees ahead of time whether they are eligible to volunteer.

Laid-off employees shall be eligible for severance benefits as follows, ex-
cept in the case of termination for cause:

(a)Severance Pay. The Company agrees to pay severance pay based on
years of service: 1 week of pay for every year of service with the company, or a
minimum of two (2) weeks' pay and a maximum of 13 weeks' pay. Severance
pay will be paid on the next regular pay day.

(b)Health Insurance. The Company will pay the standard COBRA benefits
by paying the unpaid portion of insurance premiums for a period of one (1)
month for employee and any dependents to the same extent paid by the Com-
pany just prior to the Separation Date.

(c)Accrued Vacation. The Company will pay the employee for vacation that
the employee has accrued but not used, if any, as of the Separation Date.
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(d)Floating Holiday. The Company will pay the employee for unused Float-
ing Holidays that the employee has accrued but not used, if any, as of the Sep-
aration Date.

Article 21 - General Provisions

(a) Outside Activities. Employees shall not engage in any activity outside of
working hours, which would in any way compete with the Employer, or conflict
with the employee's ability to objectively perform his/her job duties. Employees
shall not become involved in any political campaign, hold public office, nor serve
on any public relations committee. Employees also shall not exploit the employ-
ee's relationship with the Employer, nor use Employer-owned equipment or facili-
ties in the course of any outside activities, without the express permission of the
Employer.

(b) Jury Duty. A full-time employee who has compieted the probationary pe-
riod in Article 5(c) who is called to jury duty shall receive reimbursement for loss
of wages while performing such service. Such reimbursement shall not exceed
the employee's regular rate of pay, less any compensation paid by the court.
Compensation paid to the employee by the court shall be turned over to the Em-
ployer. Any employee released by the court prior to having spent four (4) hours
on jury duty or waiting for assignment, shall report to work as scheduled and
complete the remainder of an eight (8) hour shift. In the case of shifts starting af-
ter the employee is released by the court, he/she shall be required to work only
the hours required to make up a combined eight (8) hour shift. Such employee
shall be paid a regular day's wages, less any compensation provided by the
court.

(c) Personnel Files. Upon reasonable request, employees may review
their personnel files. Employees may insert written corrections about records
the employee believes to be in error, and comment in writing about other in-
formation in the employee's file.

(d) An employee's byline or credit line shall not be used over the employ-
ee's reasonable and legitimate protest regarding the material facts contained in
the story, or unethical conduct. The right to withhold is personal to the employee
involved, and may not be used in concert with other employees.

(e) Employees may occasionally work from their homes or alternate loca-
tions upon mutual agreement with their supervisor. Business needs, such as staff
meetings or breaking news, may take precedence over such authorization at the
Employer's discretion. The Publisher or their representative has final discretion on
these requests.



Page 19

Article 22 — No Strike, No Lockout

(a) During the life of this Agreement, the Guild, its officers, agents, and
members, and employees, shall neither engage in nor encourage any strikes,
slowdowns, work stoppages, sit downs, or picketing, including sympathy strikes
and picketing of the Employer.

(b) Any employee who violates this Article is subject to discipline, up
to and including discharge.

(c) Any suit for damages resulting from any violation of this Article shall
not be subject to the arbitration provisions of this Agreement.

(d) During the life of this Agreement, the Employer shall not lock out any
of the employees covered by this Agreement.

Article 23 — Code of Responsibility

(a) The following code of responsibility has been adopted by the parties,
and is applicable to all employees:

As employees of the Skagit Valley Herald, we recognize that our first re-
sponsibility and obligation is to our employer, and the customer. We further recog-
nize that decisions and policies are made through the proper structure, so that the
public has full confidence in our integrity and as employees. We recognize the
need to work with a positive attitude and perform in a professional manner. We will
perform our assigned tasks with both quality and quantity being taken into ac-
count. Punctuality, appearance, and attitude are priorities for us as Skagit Valley
Herald employees.

(b) Mutual Respect. The parties desire that the relationship between them
be one of mutual respect. The parties desire regular and open communication be-
tween management and employees in such areas as safety, improving work
methods, organizational objectives and goals. The parties further recognize the
value of constructively and regularly evaluating employees.

Article 24 — Hiring

(a) Diversity Statement. The Employer adheres to and supports a hiring
policy which affords equal opportunity to qualified individuals regardless of their
race, creed, color, national origin, age, sex, religion, marital status, parental sta-
tus, family care status, citizenship, sexual orientation, gender identity, medical
condition, physical disability, mental condition, veteran status, or ancestry, or
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any other characteristic protected by local, state or federal law.

(b) The Employer shall notify the newsroom employees of each vacancy
that has been approved to be filled. Employees are encouraged to circulate in-
formation about vacancies to interested parties, including individuals of under-
represented backgrounds and organizations that serve journalists of underrep-
resented backgrounds.

(c) Any such openings shall be posted publicly on adamspg.com/careers,
journalismjobs.com and at the job board or website of least one organization
whose primary mission is in supporting journalists of traditionally underrepre-
sented groups by race, ethnicity, gender identity, sexual orientation and/or dis-
ability at the Skagit Valley Herald or in the media industry.

(d) The Employer acknowledges having multilingual journalists on staff
improves the Skagit Valley Herald’s journalism. The Employer will use its best
efforts to interview candidates who are fluent in Spanish or other languages rel-
evant to Mount Vernon and the surrounding area.

(e) The Employer shall provide an opportunity for current newsroom em-
ployees to meet with a potential candidate, if time allows. Nothing in this section
shall mandate that reporters meet with the candidate.

Article 25 — Safety

(a) Sanitary Regulations: The Employer agrees to furnish a clean, health-
ful, sufficiently ventilated, properly heated, cool and lighted place for the perfor-
mance of all work.

(b) Hazardous Conditions: An employee may choose not to perform an
assigned task if the employee has a reasonable apprehension of serious injury
and no alternative is available. An employee on assignment may choose to
leave if they believe staying could be a risk to their health and safety. An em-
ployee electing to exercise this right shall notify the Employer immediately of
this action and provide an explanation if requested. In no case shall an employ-
ee be penalized for exercising the right to refuse or leave an assignment due to
hazardous conditions.

(c) Travel to and from work: If an employee reasonably determines that
travel conditions (such as ice or heavy snow) prevent them from safely coming
to work, or if an employee receives notification that the facility is closed due to
the weather, the employee should immediately contact their supervisor by
phone. The supervisor shall accommodate reasonable requests to work from
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home as conditions require. Absent such approval, the employee may elect to
use accrued paid time off or have an excused leave without pay for the day.

(d) In accordance with applicable law, employees shall not be penalized
or discriminated against for reporting workplace safety or health issues. Any
concerns over workplace safety and health should be brought to the attention of
the Employer at the earliest possible time, and shall be addressed in the next
labor-management meeting.

Article 26 — Issue Discussion

The Guild and Management agree to establish and maintain a joint labor/
management committee, consisting of two Guild representatives appointed by the
Guild and two management representatives appointed by the Employer. The pur-
pose of this committee is to provide a forum for discussing matters of interest to
either party.

The committee will not discuss any concerns which the members feel have
not been taken through the established channels of authority but will refer these
matters first to the proper place.

There is no limit to the nature of issues which may be referred to this
process by employees, the Guild or management and at the request of either par-
ty shall include the following:

- Employee safety

- Newsroom staffing and hiring
- Employee workload

- Training opportunities

- Equipment

The process will be used to advance ideas as well as to examine per-
ceived wrongs. The only qualifications are that the affected person(s) certify the
issue as a responsible one of genuine concern and thereafter participate firsthand
in its resolution.

Unless otherwise agreed, the committee will meet on a quarterly basis. The
overriding purpose of the committee will be to address and seek resolution of those
issues which are of concern. While the Employer retains the ultimate authority to
run its business, the parties recognize the value of full, frank and open communica-
tion.

Article 27 — Effective Date and Duration
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This agreement shall become effective June 1, 2021, and shall remain in
full force and effect to and including Dec 31, 2025. At any time within ninety (90)
days prior to the termination of this Agreement, the Employer or the Guild may
initiate negotiations for a new Agreement. The terms and conditions of this
Agreement shall remain in effect as long as negotiations continue, or until either
party has served fifteen (15) days' written notice of termination. Such notice can-
not be made prior to January 1, 2026

Dated this 1st day of June, 2021

Pacific Northwest Newspaper Guild Skaglt Valley Herald
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Unit Chair Publisher
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Kaitlin Gillespie

Administrative officer



