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This contract is made this September 2, 2005, between the Daily News of Los Angeles (Los Angeles Daily News Publishing Company), and the Communications Workers of America AFL-CIO - The Newspaper Guild.
ARTICLE 1 - COVERAGE

1.1 The Employer recognizes the Guild as the exclusive representative for purposes of collective bargaining of all full time and regular part-time editorial department employees employed by the Employer to publish the Daily News.

1.2 Excluded from representation are all other employees, guards and supervisors as defined in the Act, such exclusions including

Editor
Entertainment Editor
Managing Editor
Features Copy Desk Chief
Deputy Managing Editor
Food Editor

Assistant Managing Editor
Travel Editor

Metro Editor
Sports Editor

Editor of the Editorial Pages
Deputy Sports Editor
Editorial Writer
Assistant Sports Editor 

Assistant News Editor
Business Editor 

Copy Desk Chief
Director of Photography

Assistant Copy Desk Chief
Assistant Director of Photography
Asst. City Editor
Picture Editor

Supervising Bureau Editor
Art Director

Features Editor
Chief Librarian

Lifestyle Editor
Systems Editor

Assistant Features Editor/Presentation
Confidential Secretary/Office Manager
1.3 Performance of the following by presently or normally used 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) Nothing in this Article shall be construed to require the Employer to alter its present practices or method of operation, or to limit its rights.

1.4 In the event a new supervisory position is created by the Employer, the Employer will inform the Guild and offer to discuss the issue. If the parties fail to reach agreement, the Guild may take whatever action it deems advisable except that any dispute over the position will not be subject to arbitration.

ARTICLE 2 - GUILD MEMBERSHIP

2.1 All employees in the bargaining unit, as defined in Article 1, may elect to become Guild members.

2.2 Any employee who elects to join the Guild must, as a condition of employment, maintain that membership. Employees who wish to resign their Guild membership only may do so during a 30-day period commencing with the last day of the eighteenth month after this agreement is executed. Employees who do not elect to exercise this option shall maintain their membership.

2.3 Neither the Employer nor the Guild shall discriminate against any employee because of membership or non-membership status in the Guild. The Employer shall not interfere with the legally and contractually permissible operations of the Guild, and the Guild, its agents and its members shall not coerce or harass non-members in any way.

2.4 Except as provided in Section 2.2, Guild membership shall be deemed voluntary.

2.5 The Guild its agents and its members shall not conduct Guild business in the workplace or on company time except as expressly permitted by this agreement.

ARTICLE 3 - MANAGEMENT RIGHTS

3.1 Unless modified by this Agreement, the Employer retains all rights and prerogatives, including but not limited to the right to employ, manage and direct the work force; to schedule and assign work including overtime; to discipline, suspend or discharge for just cause; to layoff, terminate or otherwise relieve employees from duty and determine the number locations and nature of operations of the enterprise; to transfer or promote employees; to create, change, combine and abolish jobs, duties, and/or classifications; to prescribe and enforce rules it deems necessary for efficiency, safety and discipline.

3.2 The Employer specifically retains the right to subcontract any work covered by this Agreement provided, that in the event of a subcontract which may reasonably result in a layoff of employees, the Employer shall notify the Guild within two weeks of anticipated action and bargain about the effects on employees to be laid off. Failure to reach an agreement within two weeks shall not delay the Employer's action. 
3.3 Any product produced or prepared, whether partially or in total for the paper, whether or not used by the paper, shall be deemed the sole and exclusive property of the paper.

ARTICLE 4 - HIRING

4.1 The Employer may fill any position at its discretion from any source, however all open positions will be posted for 10 days prior to filling the position to allow for the accepting of applications from current employees. Where management determines competency, ability, dependability and qualifications among all applicants are reasonably equal, length of service shall be the determining factor in filling the position. If a current employee who makes application for the open position is not selected, the Employer will notify' the employee of the action taken and, upon request of the employee, the Employer will meet with the employee for advisory purposes only.

4.2 The Employer shall not discriminate on the basis of race, color, religion, creed, sex, sexual orientation, national origin, marital status as defined by the California Fair Employment and Housing Act (“FEHA"), age as defined by the Age Discrimination in Employment Act, or on the basis of physical handicap, as defined by the FEHA or other California law. As used in this Agreement, all pronoun references (e.g., “he," "his," she," "her") shall be deemed to include both feminine and masculine.

4.3 The Employer shall continue its current hiring and promotion practices which have resulted in equal employment opportunities for women and members of minority groups. The Guild will cooperate with the Publisher in sharing, receiving leads and/or referrals supportive of a diverse work force.

ARTICLE 5 - INFORMATION

5.1
The Employer shall supply the Guild on request with a list containing the following Information for each employee.

(a) Name, address, telephone number, gender, minority group, date of birth, and Social Security number.

(b) Date of hiring.

(c) Classification

(d) Experience rating and experience anniversary date.

(e) Salary

5.2 The Employer shall notify the Guild in writing once per month of:

(a)    Merit increases granted by name of the employee, previous wage, 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, and deaths and other revisions in the data listed in Section 5.l, and effective dates.

(e)     Job postings.

5.3 Within one month 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.

5.4 The Employer shall furnish to the employee a copy of any criticism, commendation, appraisal or rating or 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. Upon request and in the presence and agreement of the employee the Guild may examine the personnel file of the employee at a mutually convenient time, provided that the Employer may impose a reasonable charge for copying where there are multiple or burdensome requests.

5.5 The Guild's non-employee representatives shall have access to the premises of the Employer: but shall not interfere with the operation of the paper. Upon entering the premises, the Guild representative must check in with building security and comply with building regulation regarding access of non-employees.  Discussions with employees will be conducted on non-work time away from work areas unless requested by the Guild and allowed by the Editor.

ARTICLE 6 - GRIEVANCE PROCEDURE

6.1 A grievance shall consist of disputes about the interpretation or application of specific contract clauses and concerning alleged violations of this Agreement. The procedure set forth below shall be the exclusive manner in which a grievance is processed.

6.2 Step One. A grievance may be initiated by an employee or Guild representative by submitting it orally to the immediate supervisor within ten (10) calendar days from the day of the occurrence of the event, or ten (10) calendar days from when the employee knew or should have known of the event upon which the grievance is based. The supervisor will give an oral answer to the employee within no more than five (5) working days after the grievance was orally presented.

6.3 Step Two. If the supervisor fails to give the employee an answer within said five (5) day period, or if the employee is dissatisfied with the answer, the employee, or a representative of the Guild, may move the grievance to Step Two by submitting the same to the designated management representative in writing. This written grievance shall state the nature and date of the occurrence giving rise to the grievance. Step Two of the grievance procedure shall be initiated no later than ten (10) calendar days after the answer of the supervisor has been received or the time for such answer has expired. Grievances submitted in Step Two shall be answered in writing within five (5) working days after receipt by the designated management representative.

6.4 Step Three. The Guild shall designate a committee of no more than four of its own choosing to take up with the Employer or' authorized agent any matter arising from the interpretation or application of this contract. If a designated management representative fails to give an employee or Guild representative an answer to a grievance submitted to Step Two within the five day period set forth in 6.3, or if the employee or Guild representative is dissatisfied with the answer, the Guild may move the grievance to Step Three. The Employer agrees to meet with the committee within five (5) working days after request for such meeting. Grievances not initiated at Step Two shall be initiated by the Guild at Step Three within ten calendar days of the occurrence of the event giving rise to the grievance, or within ten calendar days from when the employee knew or should have known of the event upon which the grievance is based. If the grievance is proceeding from Step Two, it shall be initiated no later than ten calendar days after the answer of the designated management representative has been received or the time for such answer has expired. Grievances submitted in Step Three shall be answered in writing within five working days of their submission by the Guild. Grievances at Steps One and Two will be held during compensated work time. Grievances at Step Three may, by mutual consent be held during work time, however such time will be deemed non-compensated unless otherwise requested by the Guild and agreed by the Editor.

    The Committee may also take up with the Employer or authorized agent any matter affecting the relations of an employee and the Employer; provided such issues will not be subject to arbitration under this article unless covered by a specific provision of this collective bargaining agreement.

The Employer may initiate a grievance on any matter involving the interpretation, application, or alleged violation of this agreement at Step Three by submitting it to the Guild in writing within ten calendar days of the occurrence of the event giving rise to the grievance, or within ten calendar days of when the Employer knew or should have known of the event, The Guild shall respond to the grievance within five working days after receipt.

6.5 Step Four - Arbitration. The Guild may seek arbitration of an arbitrable grievance by notifying the Employer in writing of its intention to arbitrate within 30 days of the date on which the Employer's answer in Step Three of the grievance procedure has been received or the time for such answer has expired.

The Employer may seek arbitration of any arbitrable grievance by notifying the Guild in writing of its intention to arbitrate within 30 days of the date on which the Guild's answer in Step Three of the grievance procedure has been received or the time for such answer has expired.

The costs of arbitration shall be borne equally by the parties, except that no party shall be obligated to pay any part of the cost of a stenographic transcript without their express consent. If one party declines to share the cost of the transcript, that party will not have access without paying their share.

6.6 Simultaneously with the notice required in Section 6.5, the party requesting arbitration shall request the Federal Mediation and Conciliation Service to submit a list of seven (7) disinterested persons qualified and willing to act as impartial arbitrators, and simultaneously mail a copy of such request to the other party unless the parties can agree on a mutually acceptable arbitrator. Within 20 days after receipt of this list, six (6) names shall be stricken, one at a time alternatively by the Employer and the Guild. The person whose name remains shall be selected as the arbitrator, provided that the Employer and the Guild are otherwise unable to mutually agree to a person to serve as the impartial arbitrator. If such person is unwilling or unable to serve, a second list of seven (7) names shall be requested and the procedure repeated.

6.7 The arbitrator's jurisdiction to make an award shall be limited by the submission and confined to the interpretation or application of the provisions of this Agreement. The arbitrator shall not have jurisdiction to make an award which amends, alters, enlarges or ignores any of the provisions of this Agreement an award of the arbitrator, made in accordance with this Article, shall be final and binding on the parties hereto and on all employees affected thereby.

6.8 A grievance which is not brought within the time limits provided in this Article will be considered waived and settled, unless such time limit is expressly extended by mutual agreement in writing between the Guild and the Employer. 

ARTICLE 7 - SECURITY

7.1 There shall be no discharge except for good cause. The Employer will give the employee reasons for the termination in writing at the time of termination.

7.2 The Employer shall not discriminate or take adverse action against an employee for lawful activity on behalf of the Guild, provided that such activity is permitted under this collective bargaining agreement.

7.3 The Employer will not require an employee to accept an assignment which is outside of the unit. The Employer will continue its practice of discussing additional duties with employee prior to or at the time of assignment.

`

7A - Reductions in force

(a) For purposes of reduction in force, the Employer may lay off within a group of classifications, with similar skills, at the same pay rate based on competency, ability, dependability, qualifications and length of service. Where competency, ability, dependability and qualifications are reasonably equal, length of service shall be the determining factor.

(b) For the purposes of 7A, length of service shall mean length of service in the job classification, length of service in a higher classification will be counted as length of service in a lower classification when an employee is transferred to a lower classification.

f

(a) An employee who is recalled from layoff, shall be notified by mail and telephone and the employee must respond within three days of actual notice or seven days from date of mailing and the employee must report on the date specified in said notice. Recall shall be on the same basis as the layoff specified in 7A(a). Recall rights shall terminate six (6) months subsequent to a layoff.

New Equipment

The Employer has the right to introduce new equipment or processes. In the event that such an introduction creates a new job classification within the unit, the Employer will notify the Guild. The parties will thereafter meet to discuss the applicable wage rate and the impact on wages, hours and working conditions. Pending an agreement on the wage rate, the Employer may establish a rate unilaterally. If the parties fail to reach agreement, the issue of wage rate only may be submitted to arbitration. The Employer shall notify the Guild prior to the introduction of new equipment not more than ten (10) days following the business decision to do so and shall meet on request to discuss its impact on the bargaining unit.

ARTICLE 8 - ADHERENCE TO LABOR AGREEMENT

8.1 The language and spirit of this Agreement guarantees the prompt and faithful performance by the Guild and the Employer of all obligations imposed by the terms of this Agreement. The parties, therefore, mutually agree as follows: during the term of this Agreement, the Employer shall not lockout its employees; the Guild, its agents its members or all employees covered by this agreement, agree not to cause, sanction, or engage in any strike (sympathy or otherwise), work stoppage, boycott: or other diminution or interruption of the Employer's business. In the event of a violation of the provisions of this section, the Guild shall, upon notice from the Employer, immediately direct the affected employees to immediately resume normal operations.

8.2
In the event any employee engages in any of the prohibited activities set forth in this Article, the Guild, at the request of the Employer, will immediately instruct bargaining unit employees in writing to cease and desist from any such activity. However, the Employer may proceed against the Guild, and/or employees, in a court of competent jurisdiction without first initiating or pursing any grievance procedure under this Agreement and without waiting for the Guild to act as stated above.

8.3 If, after such instruction by the Guild, any employee continues to participate in any of the prohibited activities set forth in Section 8.1 of this Article, he/she shall be subject to discipline up to, and including, discharge. No such disciplinary action shall be reviewable through the grievance or arbitration procedures provided for in this Agreement except to establish whether said employee did, in fact, participate in prohibited activities.

ARTICLE  9 - RETIREMENT

9.1 During the term of this Agreement, the Employer will provide Guild represented employees with a 401(k) plan which is comparable in design, contribution rate and other conditions to that provided to non-bargaining unit employees, except that the Employer contribution rates shall not be less than is provided as of the execution of this Agreement.

     Any increases in the Employer’s contribution rate to the non-bargaining unit plan shall be subject to negotiation with the Guild for a period of not less than sixty (60) days prior to the implementation of that increased contribution rate. If no agreement is reached following said sixty-day period the Employer may, at its sole discretion, increase the contribution rate for the Guild plan or retain the rate in place prior to the change to the non-bargaining unit plan.

     Nothing herein restricts the Employer’s right to modify, change, amend and or terminate any provision or aspect of its non-bargaining unit plan at any time. However, no modification, change or amendment can be made to the Guild plan without either a) the same changes, modifications and/or amendments being made to the non-bargaining unit plan or b) being negotiated with the Guild.

ARTICLE 10 - TRANSFERS & PROMOTIONS

10.1 No employee shall be transferred by the Employer to another enterprise without the employee's consent.

10.2 Excluding temporary assignments, no employee shall be transferred by the Employer to another position, job classification, district or territory without at least two weeks prior notification (oral communication from the supervisor) to the employee unless otherwise agreed by the parties.

10.3 Employees shall not be penalized for refusing a promotion to a supervisory position.

ARTICLE 11 - HOURS AND OVERTIME

11.1 Eight hours, exclusive of the meal period, shall constitute one full-time work day. The full-time work week shall be five days out of seven, provided this shall not constitute a guarantee of hours.

11.2 All overtime must be approved by the Employer, in advance where practical. 

        The Employer will pay one and one-half (1 ½) times the straight-time rate for all hours worked in excess of forty (40) in a week or for all hours in excess of eight (8) in a day.  


        At their exclusive option, employees may elect to receive alternative time off at one and one-half (1 ½) times the hours worked in excess of forty (40) in a week so long as such compensatory time is requested prior to the end of the pay period, is agreed to by the Editor and is allowed by law.

11.3 An employee who returns to work after the employee's work day shall be paid for two hours or the actual time worked, including reasonable travel time to return to work, whichever is greater. An employee who is called in on a day off shall be paid four hours or the actual time worked, whichever is greater. Except in an emergency, there shall be a minimum of 12 hours between scheduled shifts, unless the employee agrees otherwise.

11.4 The Employer shall post work schedules of days and hours for each quarter at least two weeks prior to the beginning of the quarter, subject to change at the Employer's discretion, based on operational requirements. The Employer will continue its past practice of not making changes in scheduled work days or days off without giving affected employees reasonable advance notice, except in case of bona fide emergencies. Upon request, the Employer will review an employee's schedule and will consider reasonable requests for changes in days off and/or hours of work. However, such assignment remains at the Employer's discretion.

11.5 By mutual agreement, an employee may take compensatory time off in lieu of overtime pay at the applicable premium rates, provided that the time off is taken in the same pay period in which it is earned.

11.6 The Employer shall continue to keep records of overtime as provided by law. The Guild or its representative may see time records of specific employees upon written request. 

ARTICLE 12 - HOLIDAYS

12.1 The Employer recognizes the following holidays for full-time employees only:

1. New Year's Day

2. Memorial Day

3. Independence Day

4. Labor Day

5. Thanksgiving

6. Christmas

7. Floating Holiday

An employee's floating holiday shall be set by mutual agreement between the Employer and the employee.

12.2 Full-time employees shall be paid their regular straight time rate of pay for eight hours on a recognized holiday.

12.3 Full-time employees who work a full shift on a recognized holiday shall be paid one and one-half their regular straight time rate of pay for hours actually worked on the holiday, plus the regular holiday pay for the day. For holiday pay purposes, the day worked will be the one on which the shift begins. An employee shall not be entitled to any benefits under this Article for a particular holiday unless the employee works the last regularly scheduled shift before the holiday and the first regularly scheduled shift after the holiday.

       At the sole discretion of the employer, on occasion a holiday benefit is nonetheless paid even though there has been a failure to work as stated above. The employer has on occasion exercised such discretion by reviewing a number of interconnecting elements such as regular attendance, attendance before and after a weekend on other scheduled days off, easy verification of a legitimate reason for a failure to work the above stated last scheduled shift or shifts, and other similar considerations.

12.4 Part-time employees with at least one year of service shall be paid two (2) times their regular hourly rate for all hours worked on New Year’s Day, Memorial Day, Independence Day, Labor Day, Thanksgiving and Christmas.

ARTICLE 13 -VACATIONS

13.1 Vacations with pay are granted to regular full-time employees. The length of vacation is determined by the employee's continuous service.

13.2 Full-time employees accrue vacation determined by hire date.  Employment on or before the 15th of the month accrues from the first of that month. Employment after the 15th of the month accrues from the first of the following month. Employees may take vacation after six months of continuous service.

(a) Employees with less than three years of experience will earn vacation at the rate of 6.66 hours per full calendar month (10 days per calendar year).

(b) Employees with three or more years of experience will earn vacation at the rate of 10 hours per full calendar month (15 days per calendar year).

(c) Employees with 10 or more years of experience will earn vacation at the rate of 13.33 hours per month (20 working days).

(d) Normal maximum vacation time taken in any one anniversary year is four weeks. However, by mutual agreement of the Employer and employee, additional earned vacation may be taken.

(e) Employees may accrue a maximum of 200 percent of their annual vacation entitlement. No additional vacation credit will be earned after the maximum has been reached.

(f) Vacation is credited at the end of each month of company service according to the employee's vacation accrual date.

(g) Terminating employees will be paid for all unused vacation up to the maximum accrual limit of eight weeks.

13.3 Vacations are scheduled by the following guidelines:

(a) Vacation days may be taken at any time during the year, providing the time requested has been earned. Full-time employees must take vacation time in increments of eight hours.

(b) All requests for vacation must be approved by the Employer in advance and the scheduling of vacations is made at the discretion of the Employer, based upon the needs of the Employer with due consideration given to the requests of the employee and the previous schedule of vacations.

13.4    Part-time employees who are regularly scheduled and regularly work 24 or more hours a week shall accrue vacation on a pro-rata basis.

ARTICLE 14 - SICK LEAVE AND HEALTH BENEFITS

14.1 Guild-covered employees shall be offered the benefits of the Plan titled “Income Protection Benefits at the Los Angeles Newspaper Group” 

      The Company agrees that no negative changes will be made to the plan except as may be necessary to react to extraordinary business circumstances. Any such changes shall apply equally to bargaining unit and non-bargaining unit employees.

14.2 In order to take sick leave, an employee must, if able, contact his/her supervisor prior to the beginning of the shift. If an employee is absent for a period longer than three days, the Employer may require a medical release from a doctor when the employee returns to work. If an employee becomes ill at work, his/her supervisor's approval must be obtained before the employee leaves. Sick leave is for use in connection with legitimate illness of short duration and may not be used as a substitute for any other paid time off, and may not be accumulated from year to year.

(a) The Employer may implement reasonable attendance and tardiness policies which are identical to those implemented for non-bargaining unit employees. This subsection does not limit an employee’s rights under other sections of this contract.

14.3 The Employer shall provide to all full-time Guild bargaining unit employees, the identical medical, dental, vision and short-term and long-term benefits offered to the company's other full-time, nonunion employees.

14.4 The Employer may require that Guild employees contribute to the cost of any group benefit offered at the same rate and amounts required from full-time non-bargaining unit employees.

14.5 The Employer will continue to provide 30 days notice of any changes to the plans or change in the amount of employee contributions.

14.6 The Employer will provide life insurance at a value of one times the gross salary of each employee not to exceed $50,000. Additional life insurance may be purchased by the employee for himself or herself and for the employee's spouse and/or children up to the maximum amount available to all other employees.

14.7 The Employer agrees to extend Section 125 (IRC) deductions for medical and dependent-care expense.

14.8 The Employer shall provide group legal benefits as offered to non-bargaining unit employees.

14.9 The Employer shall provide tuition reimbursement benefits as provided under IRC129, and subject to the same terms and conditions such benefits are offered to non-bargaining unit employees. Employees who wish to engage in other training/educational pursuits not provided under the non-bargaining unit benefit plan are encouraged to request approval from the Editor, through his/her supervisor, in advance of committing to and participating in such pursuits.

ARTICLE 15 - LEAVES OF ABSENCE

15.1 Excused Absences From Work:

(a)
Doctor appointments or medical examination; provided that the employee has requested and received permission from his supervisor, which permission will not be unreasonably withheld, no less than one (1) day (twenty-four hours) prior to such time off, or the employee has been excused from an overtime assignment. Permission must be requested from the employee's immediate supervisor and cannot be obtained through other supervisors.

(b) Time off covered by written leaves of absence for medical reasons substantiated by a physician and approved in advance by management. (Medical leaves of absence shall be granted after one (1) week of absence.)

(c) Other excused absences include:


a. Industrial injury.


b. Death in immediate family.



c. Jury duty.



d. Military services.


e. Short term illness.

15.2 Medical Leave of Absence:

(a)
A leave of absence because of an employee's illness or injury will be granted upon proper submission of acceptable written evidence of necessity and may be extended if such extension is approved. Medical leaves may not exceed six (6) months.

(b) In the case of a leave of absence for medical purposes, the Employer will continue making its share of the monthly payments for hospital/surgical insurance and for life insurance for the period of the authorized leave.

(c)
An employee is entitled to one medical leave of a maximum of six months in any running twelve month period or a total accumulation of six months medical leave in any running twelve month period. Medical leaves of absence are also counted against an employee's allotment of family leave under section 15.3, except in cases of pregnancy.

15.3 Family Leave of Absence:


(a) Eligibility for leave.

An employee who: 1) has 12 months of service with the Employer, and 2) has provided at least 1,250 hours of service during the previous 12 months is eligible for family leave.

Family leave may be taken for: 1) the birth of the employee's child; 2) the placement of a child in the employee's home through adoption or foster care; or 3) in order to care for a spouse, child or parent with a serious health condition, as defined by the Family and Medical Leave Act. Where applicable, the Employer may require medical certification as a condition of granting leave.


(b) Duration of leave.

Eligible employees may be granted up to 12 weeks leave in any 12-month period. Where both parents are employed by the Employer, combined leave time for the birth or placement of a child may not exceed 12 weeks. Medical leaves of absence taken by the employee during the proceeding 12 months are counted against the 12 week maximum, except in cases of pregnancy. The employer reserves the right to deny or restrict leaves where it determines that such refusal is necessary to prevent substantial and grievous economic injury. If, during a Family Leave it determines that continued leave will cause substantial and grievous economic injury, it will inform the employee and give him or her a reasonable opportunity to return to work. It is expected that leaves for the same purpose will be for consecutive days. Under certain circumstances involving serious illness, nonconsecutive leaves may be approved where medically mandated.

(c) Notice to the Employer.

The employee requesting leave shall give the Employer reasonable notice of his or her intent to take leave, 30 days wherever practicable. An employee scheduling leave due to planned medical treatment shall accommodate the Employer in scheduling leave in order to minimize the impact upon the Employer's operations, whenever possible.


(d) Pay and Benefits.

All Family Leave is unpaid. The employee may, and the employer may require, that an employee use accrued vacation during all or part of the leave. The Employer will continue contributions to employee health plans during the leave.

15.4 Personal Leave of Absence:

        (a) Personal leaves of absence may be granted at the discretion of the Employer. Leaves are granted on the assumption that the employee will be available to return to regular employment when the leave period ends.

        (b) One employee shall be granted an unpaid leave of up to fifteen days -to attend to Guild business provided the Employer is given at least 30 days' notice of the request. An employee may use his/her vacation time for all or a portion of the Guild leave. Other requests for Guild leaves of absence shall be considered based upon the Employer's staffing requirements.

        (c) Military leaves of absence (including reservist duties or emergency/disaster duties) will be granted as necessary without pay. The employee has the option of using his/her earned but unpaid vacation-time to pay for all or a portion of the military duty.

        (d) A regular employee who has a death in his immediate family shall be given, on written verification to his supervisor, three consecutive days off with pay for the purpose of arranging and/or attending the funeral. If, however, one or two of such consecutive days (one of which shall be the day of the funeral) are the employee's regularly scheduled off days, then no payment shall be made for such off day or days, and neither shall any payment be made for that part of such- day falling within the employee's vacation period or during a period when the employee is not working. For purposes of this section, "immediate family" shall include spouse, parents, grandparents, spouse's parents, spouse’s grandparents, children, grandchildren and brothers and sisters.

        (e) Duration of leaves may be requested for periods of up to 30 days. An additional 30 days may be granted as an extension to the initial leave, upon review and approval by the Employer. When a personal leave exceeds 30 days, payments for the hospital and surgical insurance, and for life insurance shall be made by the employee if a continuation of the insurance is desired by the employee. In no instances are leaves granted automatically, but must be requested by the employee. A leave of absence 'will not be granted to work elsewhere except by written permission by the Employer, which may be granted at the sole discretion of the Employer, and any absence to work elsewhere without permission constitutes cause for termination.

15.5 Return From Leave of Absence:

(a)
An employee on personal leave of absence may not return to work before the expiration date of the leave, unless the Employer approves an earlier return.

(b) An employee returning to work from a personal leave of 30 days duration or less 'will be reassigned to the same position. Upon return of an employee from personal leave of more than 30 days duration, the Employer 'will make every reasonable effort to return an employee to his/her former position provided that position is still open and the employee remains qualified, but, if that is not possible, the employee will be placed in an open job at the same pay rate.

(c)
Upon return from an authorized medical leave not exceeding four months in duration, an employee will be assigned to the same position or a substantially equivalent one. Upon a return from an authorized medical leave of more than four months duration, the Employer will make every reasonable effort to return an employee to his or her former position or a substantially similar one, but if that is not possible, the employee will be placed in an open job at the same pay rate.

(d) Upon return from an authorized family leave not exceeding 12 weeks in duration, an employee will be assigned to the same position or a substantially equivalent one, unless it is unable to do so because such positions no longer exist due to legitimate business reasons. Upon return of an employee from family leave of more than 12 weeks duration, the Employer will make every effort to return an employee to his/her former position provided that position is still open and the employee retains qualified, but if that is not possible, the employee will be placed in at the same pay rate.

(e)
Time while on Family Leave of Absence and pregnancy disability leave provided for in this Article shall be considered service time with the Employer for purposes of calculating seniority under this agreement. Time spent on other leaves of up to 90 days duration (longer, if required by law) provided for in this Article shall be considered service time with the Employer for purposes of calculating seniority under this agreement. Employees do not accrue vacation or other benefits while on a leave of absence.

ARTICLE 16 – SEVERANCE PAY

16.1 The Employer will, in the event of a non-voluntary reduction in force, pay severance to employees covered by this Agreement on the same basis as it would for its non-bargaining unit employees, but not more than one (1) week’s pay for each full year of service up to six (6) weeks.

        Such severance shall be offset by any compensation mandated and paid according to any state and federal law pertaining to such a loss of employment, but excluding unemployment benefits. 

16.2 The Employer shall continue paid health benefits as provided to other employees who remain employed, and for a period of not less than three (3) months following an employee’s termination for such reduction in force and election of COBRA mandated continuation. Such three (3) months shall constitute the first three (3) months of COBRA period coverage.

ARTICLE 17- PART-TIME & TEMPORARY EMPLOYEES

17.1 A part-time employee is one who is hired to work regularly scheduled hours of less than 30 hours a week. The Employer may hire such part-time employees as it deems appropriate except where the hiring may cause the layoff of full-time employees.

17.2 A temporary employee will not be employed for more than 6 months or past the completion of a special project. The Employer will notify the Guild of the approximate length of employment at the time of hiring.

17.3 A part-time employee shall be paid on an hourly rate at least equivalent to the minimum salary paid to employees of that classification. 

17.4 A part-time employee shall advance on the schedule of minimum salaries depending on calendar years of service and the actual hours worked relative to a full-time schedule of forty (40) hours per week or 2080 hours per calendar year.

ARTICLE 18 – WAGES

18.1 The Employer subscribes to the proposition of wage increases primarily based on meritorious performance.  Notwithstanding, the below listed minimums shall be established for each respective classification for each work week based upon month(s) of experience, irrespective of merit.  The below listed minimums provide for a 2.25 percent raise effective on September 4, 2005, a 2.25 percent increase effective September 3, 2006, a 2.25 percent increase effective September 2, 2007 and a 2.25 percent increase September 2, 2008.  Such increases shall also be applied to the actual salaries of all employees each year.  Date of signing, for purposes of this agreement shall be September 2, 2005.  

	Reporters, Copy Editors, News Editors, Photographers, Critics,
Columnist, Editors, Specialty Writers, Librarians, Artists

	
	
	
	
	
	

	
	Start
	13-36
months
	37-56
months
	57-72
months
	72+
months

	9/4/05
	583.25
	613.95
	675.36
	736.74
	798.16

	
	
	
	
	
	

	9/3/06
	596.37
	627.76
	690.56
	753.32
	816.12

	
	
	
	
	
	

	9/2/07
	609.79
	641.89
	706.09
	770.27
	834.48

	
	
	
	
	
	

	9/2/08
	623.51
	656.33
	721.98
	787.60
	853.26


	Editorial Assistants, TV Book Assistant, Library Clerk

	
	Start
	13-36
months
	37-56
months
	57-72
months

	9/4/05
	417.50
	429.78
	442.05
	454.32

	
	
	
	
	

	9/3/06
	426.89
	439.45
	452.00
	464.54

	
	
	
	
	

	9/2/07
	436.50
	449.34
	462.17
	474.99

	
	
	
	
	

	9/2/08
	446.32
	459.45
	472.56
	485.68


	Lab Techs, Junior Librarian, Photo Assistant

	
	Start
	13-36
months
	37-56
months
	57-72
months

	9/4/05
	491.16
	515.73
	534.14
	583.25

	
	
	
	
	

	9/3/06
	502.21
	527.33
	546.16
	596.37

	
	
	
	
	

	9/2/07
	513.51
	539.20
	558.45
	609.79

	
	
	
	
	

	9/2/08
	525.06
	551.33
	571.01
	623.51


	Clerical (Switchboard, typists)

	
	Start
	13-36
months
	37-56
months
	57-72
months

	9/4/05
	392.25
	405.22
	417.49
	429.78

	
	
	
	
	

	9/3/06
	401.08
	414.34
	426.88
	439.45

	
	
	
	
	

	9/2/07
	410.10
	423.66
	436.49
	449.34

	
	
	
	
	

	9/2/08
	419.33
	433.19
	446.31
	459.45


	Copypersons

	
	Start

	9/4/05
	7.64

	
	

	9/3/06
	7.81

	
	

	9/2/07
	7.99

	
	

	9/2/08
	8.17


     In addition to the scheduled increases, a merit pool will be established each year of the contract, and for the life of the contract, from which merit (performance) increases to an employee’s base pay rate will be funded.

     Such merit pool monies for each year of the contract will be equal to .75 percent of the total base wages of all Guild-represented editorial employees as of the last pay period immediately prior to the start of each contract year.

     Not less than 80% of a specific year’s merit pool shall be distributed to employees whose performance, in the sole and exclusive judgement of the Editor, warrants such a pay adjustment.

     Unused merit pool dollars shall not be carried over to a succeeding year.

18.2 In addition, merit pay may be paid out at the Employer's discretion. The Employer shall review each employee's performance at least once each year to determine eligibility for a merit increase.

18.3 Employees are to be paid for the classification to which they are assigned. If an employee is temporarily, occasionally or routinely assigned to work a full shift in a higher classification, that employee will be paid no less than the minimum wage rate of that higher classification, for all hours worked in that shift.

        Notwithstanding the above, instances when an employee performs work that may cross two or more classifications (such as Editorial Assistants) the employee will be paid at their regular classification. However, if an employee asserts that the amount of work performed at a higher classification is inordinate (as measured against past practice for similarly classified employees) the Employer will meet with the Guild to discuss an appropriate remedy, that if implemented is heretofore agreed not to set precedent.

ARTICLE 19 - GENERAL WAGE PROVISIONS

19.1 In the application of the schedules contained in Article 18, experience shall be credited as follows:

(a) Full credit on a month-for-month basis shall be given for full-time, on-staff employment by a generally circulated, commercial newspaper with a regularly scheduled publication frequency of five or more days a week.

(b) One-half credit shall be given for paid, full-time internships in which the employee was on staff at a generally circulated, commercial newspaper with a regularly scheduled publication frequency of five or more days a week.

(c) One-half credit shall be given for full-time on-staff employment by a. generally circulated commercial newspaper with a regularly scheduled publication frequency of four or fewer days per week.

(d) One-half credit may be given for full time on-staff employment by a generally circulated commercial magazine, where the Employer determines, in its discretion, that work of a nature equivalent to newspaper work was performed by the employee.

(e) One-half credit may be given for employment as a stringer, free-lancer, or other work that the Employer, in its discretion, finds of a nature equivalent to newspaper work.

(f) The experience listed above shall be credited, provided such prior employment is in a classification which is, in the employer's estimation, equivalent to the classification in which the employee is now performing, and provided that the fact of such experience has been disclosed in writing to the Employer prior to employment.

19.2 Experience credited in one job classification need not be credited to or carried into another classification except that full-time reporting and copy editing experience shall be credited in either classification.

19.3 Professional credit will generally not be granted for non-professional experience. Exceptions can be made, but only in the sole and exclusive judgment of the Editor. Copy clerk, editorial assistant, photo lab technician are included but not exhaustive of non-professional experience as meant herein.

19.4 There shall be no reduction in the compensation of any employee as a result of putting this Agreement into effect. There shall be no reduction in pay rates for employees receiving more than the minimum provided herein.

19.5 The weekly salary of an employee who is required to work between the hours of 7 p.m. and 7 a.m. shall be increased to $3.50 per shift. 

ARTICLE 20 - HAZARDOUS CONDITIONS

20.1 The Employer will continue its practice of discussing potentially hazardous conditions with employees prior to exposure to those conditions. However, the decision to proceed with an assignment remains at the discretion of the Employer. The Employer will continue to abide by federal and state laws regarding an employee's right to refuse hazardous or life threatening assignments and will continue the policy of not retaliating against employees who exercise this right.

20.2 Employees shall be reimbursed for financial loss of personal property necessarily used in connection with employment, under hazardous conditions, unless the loss is due to the employee's negligence.

ARTICLE 21 - EQUIPMENT

21.1 The Employer shall continue its current practice of providing equipment, such as cameras, portable terminals, cellular phones and radios to employees as it deems appropriate. The determination of what equipment is required and to whom it will be assigned is at the discretion of the Employer.

21.2 Employees issued such equipment agree to exercise reasonable care while the equipment is assigned to them. In the event that equipment is damaged or stolen due to employee negligence, the Employer may require reimbursement from the employee for replacement or repairs.

21.3 Daily News staff photographers will be required to provide their own vehicles for use on company business. For the use of such vehicles, the company will pay a car allowance of $37.50 per day for each day spent in the field shooting. In addition, photographers shall receive the current company mileage rate for all miles driven outside of Los Angeles or Ventura counties. Parking fees will continue to be paid separately via expense accounts with proper receipts. It is the photographer's responsibility to provide a dependable vehicle, appropriate insurance and a lockable trunk to provide security for camera gear. The company will be allowed to install and maintain at its expense any necessary scanner radios, cellular phones or two-way radios. 


(a) The company mileage rate for bargaining unit employees shall not be less than twenty-eight cents per mile, but at the sole discretion of the Employer may be raised.

21.4 In the event of an accident involving a company car, an employee must inform a supervisor immediately, preferably from the scene of the accident. A police report must be filed, and as soon as the employee reports to his/her place of work, an accident report must be filled out and sent to his/her supervisor.

21.5 In the event of vacations, medical or personal leaves of more than one week, employees may be required to turn in any equipment assigned to them.

21.6 In lieu of reimbursement for business use of personal cell phone , when Employer provided cell phones and/or pagers are not available and for those employees designated by the Editor as being required to be available by pager or cell phone, the Employer shall pay $5.00 each bi-weekly period that such availability is required.

ARTICLE 22 - EMPLOYEE INTEGRITY

22.1 An employee’s byline or credit line shall not be used over the employee’s protest which may be for journalistic reasons only. 

22.2 In the event of a substantive change in material submitted by the employee, the Employer will attempt to bring the change to the employee's attention prior to publication An employee shall not 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. If a question arises as to the accuracy of printed material, the Employer will continue its present practice of attempting to discuss the matter with the employee prior to a correction or retraction being printed.

22.3 Subject to the preceding sections, the Employer may identify a staffer’s byline, photo or graphics credit as that of a staff person when such article, photo or graphic appears in any affiliated publication of the Los Angeles Newspaper Group.

ARTICLE 23 - PRIVILEGE AGAINST DISCLOSURE & AUTHENTICATION

23.1 The Employer will continue its present policy of not requiring an employee to yield custody or make disclosure of information, notes, documents, films, or other materials to any person other than the editor or his representative except as required by law. The editor shall notify the employee concerned of any demand on the editor for such surrender or disclosure of authentication.  However the decision regarding disclosure or surrender of such materials remain at the discretion of the Employer.

23.2 Should any employee be proceeded against under law because of refusal to make disclosure or authenticate such materials, the Employer shall continue its present policy of providing assistance including legal fees, payment of damages, and reimbursement for any loss of pay provided that the employee was acting in the scope of this agency.

ARTICLE 24 - VIDEO DISPLAY TERMINALS

24.1 The Employer will continue to monitor VDT use and will periodically conduct tests to determine that the VDT equipment is performing within the manufacturer's specifications. The results of such tests will be made available to the Guild for examination

24.2 The Employer will continue to provide adjustable chairs and continue its practice regarding an operator's relief from continuous operation

24.3 On a request from an employee, the Employer will examine lighting and glare issues and make such modifications as it deems appropriate.

24.4 The Employer shall provide equipment as prescribed by a doctor in a timely manner, but subject to examination and recommendation by a doctor of the employer's choice.

ARTICLE 25 - MISCELLANEOUS

25.1 Employees called to serve on a jury on days when they would otherwise be scheduled to work shall be paid the difference between jury service pay and their regular wages for a maximum of 10 days. Employees called to jury service shall notify their supervisor immediately upon notice to report for such service. An employee scheduled to start after 4 p.m. who serves a full' day would be released from work.

25.2 An employee who is required to testify in the interest of the Employer on a matter growing out of the employment relationship, specifically excluding any adverse claim against the Employer, whether by that employee or any other employee shall receive regular wages during periods when such testimony is required.

25.3 The Employer shall continue to provide a properly lighted, clean, properly ventilated and properly heated or air-conditioned work area of adequate size. The Employer shall ensure that the Employer's premises are in conformance with federal and state health and safety laws. 

25.4 The Employer will continue its policy of not requiring polygraph tests.

25.5 The Employer will not use telephone monitoring devices without the consent of the employee and no party to the contract shall engage in secret electronic surveillance nor shall any party make tape recordings without the knowledge and consent of any other party to this contract.

25.6 The Employer will continue its present policy that an employee who is asked to speak by the Employer will be compensated.

25.7. Employees required to have their cars available for work shall be permitted to file for and receive full reimbursement of parking expenses incurred at the Daily News office. 

25.8 The Employer agrees to provide bulletin boards suitably placed in all newsrooms/photo departments, including remote locations operated by the Employer, for the use of the Guild. Such space may be used by the Guild for posting notices restricted to:

a) Notices of Guild meetings

b) Notices of Guild elections

c) Notices of Guild appointments and results of Guild elections

d) Notices of Guild recreational and social affairs

e) Other notices concerning bona fide Guild activity such as: cooperatives, credit union and state mandated benefits information such as disability and unemployment benefits

ARTICLE 26 - ENTIRE AGREEMENT

26.1 This Agreement is the sole and complete agreement between the parties, and is evidence that the parties have negotiated upon a wide range of subjects and have mutually limited their agreement to the rights and obligations specifically set forth herein. The parties agree that amendments to this agreement are valid only if executed mutually and in writing.

ARTICLE 27 - SAVINGS CLAUSE

27.1 If a provision of this Agreement is in contravention of any law or regulation of the United States, the State of California, or any political subdivision thereof, such provision shall be superseded by the appropriate provisions of such law or regulation so long as the same is in full force and effect, but all other provisions of this Agreement shall nevertheless remain valid, subsisting, and in full force and effect for the duration of this Agreement. If the parties are unable to agree as to whether any provision hereof is in contravention of any such law or regulation, the provision involved shall remain in full force and effect until the disputed matter is settled by a court or other authority having jurisdiction in the matter.

27.2 Should any provision of this Agreement be declared illegal or invalid by decision of a court of competent jurisdiction or any administrative agency, all other provisions of this Agreement shall nevertheless remain valid, subsisting and in full force and effect for the duration of this Agreement.

ARTICLE 28 - EFFECT OF NEGOTIATIONS

  28.1
Waiver of Breach

The waiver of any breach, term, or condition of this Agreement by either party shall not constitute a precedent in the future enforcement of any such term or condition.

ARTICLE 29 - TERM OF AGREEMENT

29.1 This Agreement shall be in effect from September 2, 2005, to and including midnight, Monday, March 2, 2009; thereafter this Agreement and all of its terms and conditions shall be deemed terminated.

IN WITNESS WHEREOF, the parties have hereunto set their hands and seals this 10th day of February, 2006.                       
For the Employer:
For the Guild:

_____________________________________________
_______________________________________________

Ron Kaye
Vicki Di Paolo

_____________________________________________
_______________________________________________

Jim Janiga
Brent Hopkins

____________________________________________
_______________________________________________

Laurie Knight
Kerry Kandel


_______________________________________________


District Nine Representative

MEMORANDUM OF UNDERSTANDING

ON

EMPLOYEE CODE OF ETHICS

This letter is to memorialize the understanding between the Communications Workers of America (the "Guild") and the Daily News of Los. Angeles ("Employer") with respect to the Employer's right to establish an employee Code of Ethics.

The parties have discussed and bargained over the Employer's current practice with regard to the maintenance of the journalistic integrity of the Daily News of Los Angeles and the establishment of ethical standards for its editorial employees.

In light of these discussions, both the Guild and the Employer recognize the Employer's right to establish rules of conduct for its editorial employees and to modify those rules as circumstances require.

The Employer shall provide each employee with a copy of the Code of Ethics and modifications, if any, to the Code.

For the Employer
For the Guild:

Renewed September 2, 2005
Renewed September 2, 2005
_______________________________________________
______________________________________________

Ron Kaye
Vicki Di Paolo

_______________________________________________
______________________________________________

Jim Janiga
Brett Hopkins

_____________________________________________
______________________________________________

Laurie Knight
Kerry Kandel

MEMORANDUM OF UNDERSTANDING

ON

DRUG AND ALCOHOL POLICY

This letter is to memorialize the understanding between the Communications Workers of America (the "Guild") and the Daily News of  Los Angeles ("Employer") with respect to the Employer's maintenance of its policy on Drugs and Alcohol.

This agreement recognizes that the Employer has established a policy with respect to the use of drugs and alcohol by its work force, including those circumstances under which the Employer may test employees for drugs, and that the Guild has been given an opportunity to discuss and negotiate with the Employer over this policy, or its effects. The parties agree the Employer has a right to maintain its policy with respect to Drugs and Alcohol or the testing of employees for usage, consistent with the application of laws protecting employee privacy.

The Employer's drug policy is subject to modification by mutual agreement between the parties where any part of the above policy may be questionable under then current legal principles.

The Employer shall provide each employee with a copy of the Drug and Alcohol policy.

For the Employer
For the Guild:

Renewed September 2, 2005
Renewed September 2, 2005
_______________________________________________
______________________________________________

Ron Kaye
Vicki Di Paolo

_______________________________________________
______________________________________________

Jim Janiga
Brent Hopkins

_______________________________________________
______________________________________________

Laurie Knight
Kerry Kandel


______________________________________________


District Nine Representative

MEMORANDUM OF UNDERSTANDING

ON

EXCLUDED POSITION

The parties agree that the position occupied by Beth Barrett as of the date of this agreement and the work performed in that position falls under the jurisdiction of the Guild, but shall be excluded under the terms of Article 1.2 only so long as Ms. Barrett occupies the position.  

For the Employer:
For the Guild:

September 2, 2005
September 2, 2005

_______________________________________________
______________________________________________

Ron Kaye
Vicki Di Paolo

_______________________________________________
______________________________________________

Jim Janiga
Brent Hopkins

_______________________________________________               ______________________________________________

Laurie Knight                                                                                                      Kerry Kandel





                  
                                                                                                            _____________________________________________________

                                                                                                                           District Nine Representative

                 MEMORANDUM OF UNDERSTANDING

ON

PART-TIME EMPLOYEE BENEFITS

Part-time employees employed as of April 6, 1999, shall receive the holiday, sick leave and vacation benefits described in the Contract or the following, whichever is more favorable to the employee:

A part-time employee is not eligible for benefits except that a part-time employee who is regularly scheduled to work at least 20 hours a week shall receive holiday at 50 percent of full time rate provided the employee works his/her scheduled day before and after the holiday.  A part-time employee who is regularly scheduled to work at least 20 hours a week will begin to accrue vacation pay following his or her one-year anniversary as follows: two hours per month during the first two years of eligibility; four hours per month during the third and fourth years of eligibility; and six hours per month for each year of eligibility thereafter.

For the Employer:
For the Guild:

September 2, 2005
September 2, 2005

_______________________________________________
___________________________________________

Ron Kaye
Vicki Di Paolo

_______________________________________________
___________________________________________

Jim Janiga
Brent Hopkins

_______________________________________________
___________________________________________

Laurie Knight



                                    Kerry Kandel

                                                                                           

_________________________________________________







District Nine Representative

 MEMORANDUM OF UNDERSTANDING

ON

EMPLOYEE BENEFITS

This agreement establishes for the term of this agreement and for its term only, conditions that allow any change to the covered benefits extended to non-bargaining unit employees to also be extended to Guild represented employees covered under the agreement.  Covered benefits include sick leave, holidays, vacation and health benefits.  However, with regard to Holidays and Vacations there will be no reduction in the number of days or the accrual rates that existed under the expired agreement

For the Employer:
For the Guild:

September 2, 2005
September 2, 2005

___________________________________________
_______________________________________

Ron Kaye
Vicki Di Paolo

___________________________________________
_______________________________________

Jim Janiga
Brent Hopkins

___________________________________________
_______________________________________

Laurie Knight


                                                 Kerry Kandel
                                                                                 ______________________________

                                                                                                                          District Nine Representative
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