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THIS AGREEMENT made and entered into this March 8, 2022 between KIRO-TV, Inc, owners
and operators of Television Station KIRO-TV COX Media Group (bereinafier called the
“Employer™), and LOCAL UNION NO. 46 of the INTERNATIONAL BROTHERHOOD OF
ELECTRICAL WORKERS (hereinafier called the “Union”) as the sole collective bargaining
agency for all Employees as hereinafter defined, now and hereafier employed by the Employer
or its lessees, successors or assigns during the term of this Agreement.

BASIC PRINCIPLES

The Employer and the Union have a common sympathetic interest in the Television Industry.
Therefore, a working system and harmonious relations are necessary to improve the relationship
between the Employer, the Union, and the public, All will benefit by continuous peace and by
adjusting any differences by rational common-sense methods. To these ends, this agreement is
made. Where the pronoun “he” or “she” or any derivation thereof is used herein, they are intended

to apply to all Employees without reference to sex.

ARTICLE I
DATE EFFECTIVE, NO STRIKE-NO LOCKOUT,
JURISDICTION RECOGNITION, UNION MEMBERSHIP

Section I.I  This Agreement shall be effective from the March 8, 2022, except as provided
herein, and shall remain in effect to and including June 30, 2027 and shall continue in effect
from-Mareh-8th through June 30th of each year thereafter unlcss changed or terminated in the
manner hereinafter provided, which extension must be in writing, signed or initialed by each

party, to be effective.

Should either party to this Agreement desire to adjust wages, terms or terminate this Agreement,
it shall notify the other party in writing no earlier than April 1,-2027 and no later than May 1, 2027
or if the Agreement has been extended, no earlier than ninety (90) calendar days or later than sixty
(60) calendar days prior to the expiration in any subsequent year, stating the exact nature of the
amendments and adjustments desired. If notice is provided after April 1, 2027 and by May 1, 2027
negotiations for a new agreement shall start no later than thirty (30) calendar days thereafter. In
the event that the parties cannot agree by June 30th of such year upon the adjustments to be made,
either party may at any time thereafier and prior to an agreement being reached, upon giving the
other party ai least thirty (30) calendar days prior written notice, terminate the contraci, Nothing
within this Section shall be construed as in any manner limiting the non-opening party from

making proposals for changes or adjustments to the prior agreement.

Amendment and adjustmenits fo this Agreement can be made at any time by mutual consent of the
parties hereto, and must be in writing and signed or initialed by each party to be effective,

Section 1.2  Whilc this Agreement is in effect, neither party will engage in economic action
against the other in the form of strikes, sympathy strikes, slow downs, picketing, including
informational picketing, or lockouts. Further, while this Agreement is in effect, neither the
Union nor its members, individually or collectively, will engage in any activity of an economic
or non-economic nature directed against the Employer that is beyond the protections of Section 7
Cg.opelu#8ali-cio/C:\Users\onsvin\AppData\LocalMicrosofWindows\INelCeche\Conlont OuticokWUEQE2L ZWIRO EXTENSION
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of the National Labor Relations Act. Neither party is obligated to utilize Article III of this
Agreement to contest any claimed breach of this Section 1.2 and may instead seek redress

through the NLRB or Federal Court, as appropriate.

Section 1.3 The Employer recognizes the rights of its Employees to self-organization and to
bargain collectively through representatives of their own choosing. Local Union #46 of the
International Brotherhood of Electrical Workers is hereby recognized as the sole collective
bargaining agency for all Employees of the Employer who are engaged in the construction,
installation, operation and/or maintenance of electrical, electronic and/or mechanical equipment
and supplemental equipment and apparatus used for or involved in the transmission or
transference, production or reproduction of video and/or audio intelligence, including, but not
nccessarily limited to, persons employed in the classifications listed in Article V and any
amendments thereto, excluding Employees engaged primarily to perform as (alent and/or
entertainers, clerical and office Employees, news cameramen, salesmen, janitors, watchmen and
guards, and supervisory Employees as defined in the Labor Management Relations Act of 1947,

and all other Employees of the Employer.

Section 1.4  The Employer agrees to meel and confer with representatives of the Union on any
and all matters relating to the interpretation or application of any provision of this Agreement,
PROVIDED HOWEVER, that it is understood that both parties have had the unlimited
opportunity to negotiate changes in this Agreement, and that therefore it is understood and
agreed that either parly waives the right to require the other to bargain concerning any subject
matter either covered by this Agreement or which either party could reasonably have been
expected to raise during the negotiations of this Agreement. Any Shop Steward acting in the

. official capacity as a representative of the Union may confer with the Employer during regular
working hours without loss of time or pay, provided his/her assignments permit such a
conference without disruption. The Union shall advise the Employer, in writing, of each
Employee designated as Shop Steward. The Employer agrees to confer with the Union that
technologically new equipment purchases follow FCC and KIRO-TV signal guidelines and are

compatible with exisling equipment.

Section 1.5  All Employees covered by this Agreement shall be required to become and
remain membets of the Union in good standing as a condition of employment during the term of
this Agreement. Employees who are not members of the Union shall make application for
Membership thercin not later than thirty-one (31) calendar days after employment, or the legally
effective date of this Section, whichever is later. The Employer shall make each new Employee
in the bargaining unit aware of the membership requirement in writing and a copy of the notice,
as supplied by the Union, shall be forwarded to the Union within ten (10) working days.

Section 1.6  The Employer agrees to conduct a dues check-off payroll deduction from such
Employees as state their desire in writing to the Employer, such payroll deductions to be
withheld on a regular monthly basis and remitted to the Union periodically as agreed to by both
parties. The Union shall indemnify, defend and save the Employer harmless against any and all
claims, demands, suits or other forms of liability that may arise out of, or by reason of, action

taken by the Employer in complying with this Article,
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ARTICLE 1I
MANAGEMENT FUNCTIONS

Section 2.1  Management's Rights. Except as clearly and explicitly abridged by any provision
of this Agrecment, the Employer reserves and retains exclusively ail of its normal and inherent
rights or functions of management. The rights and functions of management, whether exetcised
or not, include, but are not limited to: the right to manage the Station; to hire, suspend, discharge
or otherwise discipline Employees; to assign, direct and manage the workforce in accordance with
the requirements determined by management; to determine the number of Employees needed; to
transfer, promote or demote Employees, or fo lay off, terminate or otherwise relieve Employees
from duty for lack of work or other legitimate reasons; to make and enforce reasonable rules for
maintenance of discipline; to create, modify and change work schedules and assignments; to sell,
close or liquidate, in whole or in part, the business or any department or subdivision thereof; to
contro! the use of Station property and equipment; fo determine the type of equipment to be used
and the method of operations to be followed; to introduce new, improved production, maintcnance
or service methods or facilities or to change exisling methods, techniques or facilities; and
otherwise to take such measures as management may determine to be necessary to the orderly,
efficient and economical operation of the business. No rights of Employees established by this
Agreement shall extend or continue beyond the original termination date or as extended.

ARTICLE IIX
SETTLEMENT OF DISPUTES

Section 3.1(a) All complaints (including discharge) involving questions as to the
_interpretation, application or performance of this Agreement arising among the Employees only

during the term of this Agreement and any extensions, excluding complaints relating to or arising
from the exercise of management rights described in Section 2.1 above and which are excluded
from the grievance procedure, shall be referred to the Employer in writing within fifteen (15)
calendar days from the time the complaint began to exist or should have been reasonably known

to have existed.

The written grievance shall specify the acts or omissions complained of and the contractual
provisions alleged to have been violated. Any extensions to the time for submitting the grievance
must be in writing. Any such complaint which is not resolved between the representative of the
Union and the Employer within eight (8) calendar days shall be referred to the Station’s General

Manager.

Section 3.1(b) If the grievance is not satisfuctorily resclved at the General Manager level
within eight (8) calendar days, the matter may be referred to arbitration by the Union within an
additional fourteen (14) calendar days.

In the event the parties are unable to agree mutually on an arbitrator within three (3) additional
calendar days, the Union shall apply to the Director of the Federal Mediation and Conciliation
Service for a panel of nine (9) arbitrators. Upon receipt of such panel the parties shall select an
arbitrator by any mutually agreeable manner, and failing such agreement, shall altemnately strike a
name until there is but one arbitrator remaining. Such dispute shall be submitted to the arbitrator
thus appointed and the decision of the arbitrator shall be final and binding on both parties.

For Seftisment Purposes Only—Union proposed CBA extension - Seplember 2623
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Hearings before the arbitrator shall be held as promptly as convenient to the arbitrator. The cost
of the arbitrator (arbitrator’s fees and expenses) shall be borne by the party whose position in the

dispute is not upheld by the arbitrator’s decision.

The power of the arbitrator to decide any dispute does not empower the arbitrator to add to, alter,
or amend the terms, conditions or provisions of this Agreement, or o extend this Agreement to
cover matters not within it. The arbitrator may not extend any time limits specified in this
Agreement, nor may he or she award any remedy for any violation occurring more than fourteen
(14) calendar days prior to the written grievance specified in Section 3.1(a) herein, The Arbitrator
may nol hear or accept any facts in support of the grievance which may have reasonably been
known to exist at the time the grievance was filed which was not included in the written grievance
or which was not presented to management or labor during the meeting described above. This shall
not preclude the use of newly acquired evidence, provided that the grieving perty provides the

other party prompt notice of any change in position based on that evidence.

Section 3.2 Representatives of the Union may carry on investigations or inspections at
any operating unit of the Station in which bargaining unit Employees work. Except in cases of
emergency, Union representatives shall provide the Employer’s Human Resources Manager or
designee with reasonable advance telephonic or email notice of any such investigation or
inspection. Conduct during such an investigation or inspection shall be consistent with professional
standards and common courtesy, shall be during normal business hours unless otherwise amranged
in advance, and shall be conducted in such a manner 50 as not to interfere with normal Station
operations. The representatives of the Union may be escorted by Station personnel. This shall not
preclude privaie discussions between an Employee and his representative during non-working

time.

ARTICLE IV
HOURS OF WORK, OVERTIME AND PENALTY RATES, REST PERIODS,
PAID TIME OFF, HOLIDAYS & SICK LEAVE

Section 4.1 The normal workweek for full time Employees shall consist of forty (40)
hours of scheduled work within either four (4) or five (5) consecutive workdays,

Full-time employee four-day workweek schedules shall provide at least three (3) consecutive days
off; five-day workweek schedules shall provide at least two (2) consecutive days off. Preparing
the station for proper operation or closing down at the end of the broadcast day shall be part of the

continuous work assignment, and shall be paid for at the applicable rate.

Section 4.2 Full-time employees with time worked in excess of forty (40) hours during a
normal work week, and time worked in excess of eight (8) hours for an eight (8) hour shift or ten
(10) hours for a ten (10) hour shift during a normal workday, and time worked on regular
Employee’s scheduled days off shall be paid for at time and one-half (1-1/2) times the regular
hourly rate. Any Employee shall be paid two (2) times his/her regular hourly rate for hours worked
in excess of sixteen (16) continuous hours, excluding meal times, on a shift.

Section 4.3(a) All fuli-time Employee workday and workweek schedules shall be posted far
enough in advance to provide each full-time Employee one full week’s notice of his/her scheduled

For Settiernen! Purposes Only—Union proposed CBA extension — Seplembear 2023
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working hours and days off whenever possible, If work schedules are not so posted, a (ull-time
Employee shall assume his/her schedule to be unchanged from the prior week.

Section 4.3(b) If a full-time Employee is given less than seven (7) calendar days’ notice of a
change in scheduled days off or less than forty-eight (48) hours’ notice of a change in daily starting
time, except in cases of emergency, all hours worked outside those previously scheduled straight-
time hours shall be paid for at the rate of onc and one half (1'%) times.

The word “emergency™ is construed to mean an unforeseen circumstance, which calls for
immediate action or change of plans, i.e.:

Special network programs of national importance, telecast times of which are not
finalized by the network in time for the station to give the required notice.

Local programs, including breaking news, which develop suddenly, or schedules
that are not under the control of the Employer or cancellations of programs or

events.

[liness or absences of Employees or performers initiated by the Employee(s) or
performer(s) without sufficient notice to the extent that the station must modify
the work schedules of other Employees. Scheduled PTO is not considered an

emergency.

Section 4.4  All employees shall be paid a minimum of the equivalent of four (4) hours
straight-time pay any time they are called for duty and must respond other than remotely; if
remotely, the applicable minimum will be 2 hours. Any Employee who is called to work on a
recognized holiday, PTO, or scheduled day off who does not otherwise work that day, shall be
guaranteed at least one and one-half (1-1/2) their applicable call in rate for the minimum required
herein. An employee who works 2 holiday, PTO, or scheduled day off who is called back to
work after being released from duty for the day shall be entitled to the applicable minimum set
forth here, or to the overtime rate for time actually worked, whichever is greater.

Section 4,.5(a) If full-time Employees have less than ten (10) hours’ time off between
continuous work assignments, time falling within the ten (10) hour period shall be paid for at the
rate of time and one half (1-1/2). In addition, for ail hours worked within a normal ten (10) hour
rest period ocourring during the two (2) days-off period (48 hours beginning with the end of a full-
time Employee’s last scheduled straight-time werk shift), he or she shall be paid at the rate of two
(2) times the regular straight-time hourly rate.

Section 4.5(b) Scheduling of full-time employees for days off and PTO periods shall provide
for such days off and PTO periods to begin ten (10) hours after the completion of the last
continuous work assignment preceding such days after PTO.

Section 4.5(c) For full-time employees, the penalty pay provisions contained in this
Agreement shall not apply whenever a shift is scheduled for the convenience of the Employee.

For Settisment Purposes Only—Union proposed CBA extension — September 2023
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Section 4.6(a) Holidays- The recognized holidays are set forth in the Employer’s Holiday
Policy. A list of recognized holidays shall be provided in writing to all employees and the IBEW
Union representative as well as posted in common areas on or before November 1 of the prior year.
In the event of changes to the Holiday Policy, the Company will provide the Union with prior
notice and an opportunity to bargain about the decision and the effects of such change.

Section 4.6(b) Eligibility- Is set forth in the Employer’s Holiday Policy dated 1/1/12 which
is attached hereto as Appendix A and incorporated by reference herein. In the event of changes to
the Holiday Policy, the Company will provide the Union with prior notice and an opportunity to
bargain about the decision and the effects of such change.

Section 4.6(c) Holiday Pay- The provisions for holiday pay are set forth in the Employer’s
Holiday Policy dated 1/1/12 which is attached hereto as Appendix A and incorporated by
reference. In the event of changes to the Holiday Policy, the Company will provide the Union
with prior notice and an opportunity to bargain about the decision and the effects of such change.
The overtime provisions of this Agreement shall apply with respect to holiday hours worked.

Section 4.6(d) When a recognized boliday falls on a scheduled workday during a full-time
Employee’s PTO, such Employee shall receive an additional PTO day or, at the option of the

Employer, receive PTO pay and Holiday pay for that day.

Section 4.6 (¢) Any regular full-time Employec may request in licu of five (5) of the
designated holidays, an additional week of PTQ, provided such request is presented in writing
priot to January 1 of any year. It shall be understood that Employees so recejving an additional
week’s PTO in lieu of five (5) holidays shall then be considered to be eligible for holiday pay on
Thanksgiving, Christmas Eve, Christmas Day, and New Year’s Day only. The additional week of
PTO in lieu of holidays shall be understood to be taken at a time designated by the Company or

mutually agreeable by the Employer and Employees.

By January 15th of each calendar year, the Employer will advise those Employees who have
requested extra PTO in lieu of holidays if they are not eligible to trade for the additional PTO.
Upon determination that eligibility has been established for an Employee to take an additional
week of PTO in lieu of five (5) holidays, the Employee shall work those holidays.

Section 4,7 For full-time employees, a shift differential of fifty cents ($.50) per hour shall
be paid for hours worked between 6:00 P.M. and Midnight. A shift differential of seventy-five
cents ($.75) per hour shall be paid for hours worked between Midnight and 6:00 A.M

Section 4.8 For full-time employees, payment of overtime/premium time/penalty time
shall not be duplicated, with the exception that the shift differential paid described in Section 4.7
shall be considered as part of an Employee’s regular hourly rate of pay for the purpose of
determining his/her applicable overtime rate for such overtime hours worked. To the extent that
hours are compensated for at such rates under one provision, they shall not also be counted as
hours wotked in determining compensation under the same or any other provision provided that,

in such cases, the highest applicable rate shall be paid.

For Seiifenent Purposes Only—{/nion proposed CBA extension - September 2023
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In all cases where overtime/premium time/ penalty time is required by law, the amount required
to be paid by law shall be credited against the amount required by this Agreement so that there
shall be no duplication. Further, it is understood and agrecd that in event the application of any
law would resuit in overtime/premium time/penalty time being duplicated then any portion of this
Agreement so affected shall be considered not in effect in such instances.

Section 4.9(a) Paid Time Off (PTO) and Short-Term Disability Eligibility- As to full time
and regular part time Employees, the provisions for Paid Time Off (PTO) eligibility are set forth
in the Company’s Paid Time Off ("I'0) Policy dated September 2019 which is attached hereto as
Appendix B which is incorporated by refetence herein. As to full time and regular part time
Employees, short term disability coverage is as set forth in the Company®s Short Term Disability
Policy dated [/1/12 which is attached hereto as Appendix C and incorporated by reference, In the
event of changes to the Paid Time Off (PTO) Policy and/or Short-Term Disability Policy, the
Company will provide the Union with prior notice and an opportunity to bargain about the decision

and the effects of such change.

Section 4.9(b) Sick leave, for those who have sick leave balances, and Short-Term Disability
are available for bona fide. illness or injury that prevents the Employee from working. Any
Employee atiempting to take, or taking, paid sick leave without medical cause shall be subject fo
discipline. In implementing this Section, the Employer shall consider the Employee’s past work
history patterns with respect to absences, if any, total absences, and reasons and support for any
absences (data more than 3 years old shall not be used to impose discipline). The Employer, where
reasonable, may require appropriate evidence of any illness or injury, and may verify that sick
leave is actually being taken because of illtess or injury. Prompt and regular attendance is a
requirement of all jobs at the Station. Absence without leave, abuse of sick leave, or excessive
absences may subject an Employee fo appropriate disciplinary action up fo and including

discharge.

Section 4.10 All Employees covered under this Agreement shall be aliowed continuous or
intermittent rest periods equivalent to ten (10) minutes during each four (4) hours worked. Where
the job requires continuous or uninterrupted work, the rest period will be continuous; where the
job inherently provides interruption of work, the rest periods will be intermittent,

Employees who are assigned to eight (8) or ten (10) consecutive hour work schedules, and whose
job requires them to remain at a fixed station throughout the entire shift, shall be allowed an
additional reasonable rest period midway through the shift between the third and fifth or fourth

and sixth hours of approximately fifteen {15) minutes.

Should an Employee be called to work during unpaid Iunch period, Employee shall be paid
applicable rate for the entire lunch period. Should an Employee be re-called to work during off
hours, the Employee shall be paid applicable rate and four (4) hour minimum shali be in effect,

Section 4.11(a) Paid Time Off - is as set forth in the Employer’s Paid Time Off Policy dated
September 2019, which is attached hereto as Appendix B and incorporated by reference. In the
event of changes to the Paid Time Off Policy, the Company will provide the Union with prior
notice and an opportunity to bargain about the decision and the effects of such change.

Far Seftlement Purpases Only—LUnion proposad CBA extension — Seplembser 2023
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Section 4.11(b) If scheduling requirements necessitate, the Employer reserves the right to
segment the full PTO accrual period into two (2) units of not less than five (5) nor more than ten
(10) working days for a normal five (5) day work schedule, or units of not less than four (4) nor
more than eight (8) working days for a normal four-day work schedule; however, whenever
practicable the full PTO accrual period shall be granted on a consecutive basis.

Section 4.11(c) Employees desiring additional leave without pay may so request, and such
unpaid leave ray be permitted, within limitations, depending upon operational circumstances,
staffing considerations and other considerations.

Section 4.11(d) Since the intent of PTO is to provide a period of rest and relaxation, PTO
should be used in the year in which it accrues. There will be no cash-out of unused PTO time,
except upon the Employee’s termination, or unless the Employee is directed not to lake a
previously scheduled PTO for operational reasons. Any carryover, in accordance with the Policy
in Appendix B, must be scheduled used in the first quarter of the following year.

ARTICLE V
WAGES-COMPENSATION

Section 5.1(a) All wage scales shall be minimum applicable wages during the term of this
Agreement. The Station may, at its discretion, pay over the minimum in the form of an increased
hourly wage or through performance recognition checks or increased hourly base wage. The
Employees covered by this Agreement shall be paid at a minimum the hourly wage rates

appropriate to their job classification below.
New Hire Rate Effective 3/8/23

Classification

Senior Crew Chief $40.08
Crew Chief $32.10
Maintenance Engineering Tech $32.10
Master Control Operator $25.68
Engineering Technician $25.68
Transmitter Technician $25.68
Senior Production Tech $25.68
Broadcast Director/Ignite $29.80
News Tech Engineering Coordinator (RCOMM)  $25.68
News Film, Tape, & Filc Server Editors $25.68
Production Technicians $25.68
Maintenance Assistant $20.55
Studio Helper $20.55

Minimum hourly base rate of pay in each classification shall receive an increase of three percent
(3%) effective March 8, 2024; three percent (3%) effective March 8, 2025; three percent (3%)
effective March 8, 2026; and three percent (3%) effective March 8, 2027.

Section 5.1(b) Local 46 bargaining unit employees receiving an hourly base rate of pay
above contract minimum at the date of annual increase set forth in paragraph 5.1(a) shall receive

For Setilement Purpoeses Cnly~—Union proposed CBA extension - Seplember 2023
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a three percent (3%) increase on each of those anniversary dates effective the first pay cycle after
ratification.

Nothing herein precludes the Union and Employer fiom negotiating a future wage rate increase.

Section 5.1 (c) All bargaining unit Employces shall receive no less than the percentage
increasc applicable under 5.1(b) to their then current rate.

Section 5.1(d) No pay rate once achieved by a bargaining unit Employee in 5.1 (a) (b) (c)
above may be reduced except after further lawful bargaining between the Employer and the

Union,.

Future Retroactive Pay Increases: Should cither party open this CBA per Articlc 1, Section 1.1
prior to June 1, 2027, and no new agreement is reached by January 31, 2028, all rate increases as
may be negotiated after January 31, 2028, shall be made retroactively effective to February 1,
2028. This provision does not foreclose retroactive adjustments being negotiated should an

agreement be reached prior to January 31, 2028.

Section 5.1 (e} The Employer shall have absolute discretion to pay wages in excess of the
minimum hourly rate set forth and may unilaterally increase any rate paid in excess of such

minimum.

Section 5.1 () The Employer may appoint at its discretion Lead Persons to exercise
leadership within the various classifications in addition fo performing such work as is generally
.performed by bargaining unit members. Compensation for such Lead Persons shall be not less
than five percent (5%) pgreater than the “thereafer” rate for the designated Employee’s
classification. For any employee with prior merit increases built into his/her base rate, the five
percent (5%) minimum premium shall be computed based on the merit augmented base. The five
percent (5%) minimum premium need not be computed based on discretionary over ~ scale rates.

Section 5.1 (g) Senior Crew Chicf and Senior Production Technician are classifications
reserved for recognition of exceptional achievement over many years, appointed at the Employer’s
discretion. There is no requirement to have any minimum number of such positions.

Section 5.1 () Temporary Technicians. The Station may employ Temporary ‘'echnicians
for special projects, or to release regular Technicians to work on special projects, to cover Sick
Leave, PTO or other similar absences of rcgular technicians, or for a specific period of time, not
to exceed one year. A Temporary Technician shall be advised of histher status in writing at the
time of hire. Such Temporary Technicians shall be governed by this contract’s provisions
regarding Union security, wages and overtime, but no other terms and conditions. There shail be
no more than one (1) Temporary Technician for each eight (8) bargaining unit Employees. Any
Temporary Technician shall be considered for any open bargaining unit position for which he or
she is qualified before outside applicants are considered. Temporary Technicians shall be paid at
an hourly rate not less than the rate applicable for Employees in the relevant category with one
year of service. If such Technician is not covered by Station benefits such as health insurance,

he/she shall receive $1.50 in addition to otherwise applicable rate.

For Ssitlement Purposes Only—LUnion proposed CBA extension— Seplember 2023
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Section 3.1 (i) Temporary Assipnment to Higher Classification/Position —~ A bargaining
unit employee may be temporarily assigned to a higher-level classification/position for a period
of eight (8) consecutive hours or more, not to exceed ninety (90) calendar days, That employee
shall be paid at a rate which represcnts that higher classification over their current rate of pay.

Section 5.2(a)  Benefits differential. Parl-time employees who are not eligible for the
employer's group medical plan will receive $200 a month as a benefit. Part-time employees who
are eligible and do not clect for coverage by the employer’s group medical plan will receive $200
per month as a benefit, Part-time cmployees who are eligible and do elect for coverage by the
employer's group medical plan will receive $100 per month as a benefit. Eligible employees will
receive benefit payments in arcears based on the previous month's enrollment. Newly hired
employees will receive his or her benefit after the second full month of employment {e.g., if the
date of hire is in July, the first benefit payment will be made on the first payroll of September).
Employecs hired in the middle of the month or employees whose employment ends mid-month
will not be provided prorated payments. Therefore, no benefit will be provided to those

employees.
Part-time Employees shall not be eligible for holiday pay except as expressly noted under

Company Policy. Part-time Employees shall also be paid two (2) times their regular straight-time
rate for hours worked in excess of sixteen (16) continuous hours, excluding meal times, on a

shift.

Section 5.2 (b) Part-time Employees shall be scheduled with- 8 minimum of eight (8) hours
between their regular shifts. If their schedule results in less than an eight (8) hour rest period, hours
worked within the eight (8) hour rest period shall be paid at the rate of time and one half (1 1)
his/her regular rate except where such hours are scheduled by mutual agreement in which case

only the regular rate shall apply.

Section 5.2 (c) In the case that a part-time Employee is not alrcady entitled to the following

benefits, any part-time on call Employee who works an average of 40 or more hours in a work
week for more than ten (10) consecutive weeks shall be eligible for PTO (Article VI and Appendix
B); holiday pay (Section 4.6(c)), unless he/she is compensated fot holidays worked; report pay
(Section 4.4); rest period premium (Section 4.5(a)); and shift differential pay (Section 4.7). The
provision does not apply to part-time on call Employees who fill in as PTO relief or when a regular
Employee is on Paid Time Off (PTO), Sick Leave, Short-Term Disability Leave or FMLA leave.

Section 5.2(d) Cost of living adjustments shall be based on the index of Consumer Prices
Indexes, Pacific Cilies and US City Averages, specifically the Seattle-Tacoma-Bremerton indexes.
Cost of Living Adjustments: In the event the Seattle-Tacoma-Bremerton Consumer Price Index
Base has increased year over year during any consecutive years while this contract is in effect in
excess of 10% up to 12%, that increase shall trigger a contract opener on the subject of a COLA

adjustment.

Section 5.3 Job Qualifications:

Section 5.3(a) Maintenance Engineer (Technician) - An Employee primarily assigned to
general maintenance of electronic and mechanical equipment of the Employer’s facilities. He shall

For Selilement Purposes Onfy—Union proposed CBA extension — September 2023
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be capable of diagnosing electronic and mechanical equipment malfunctions and effecting
necessary repairs and adjustments with minimal supervision. Must possess the general trade
knowledge and skill levels of an Engineering Technician and, in addition, possess at least two
years actual experience as a Maintenance Technician in a commercial broadcast facility,

Section 5.3(b) Enpineering Technician & News Tech Enpineering Coordinator - An
Employee who is assigned to and capable of, with minimal training setting up and operating
electronic and mechanical equipment in the Employer’s facilities covered by this Agreement (only
Engineering Technicians shall be assigned to the following functions: master control switcher,

video control (shader), video tape operator, and studio switcher),

Section 5.3(c) Production Technician - An Employee who is normally assigned and under
moderate supervision is capable of setting up and operating most electronic equipment in the
Employer’s facilities. The operations involved normally include: camera operations, film and slide
operations, audio operations, lighting and video tape loading for on-air only playback,

Section 5.3(d) Senior Production Technician - An Employee assigned to Production
Technician duties whose overall skills and job performance is recognized as exemplary, or is
recognized as possessing outstanding ftalent and/or skill in a specialized function (could be

assigned to video control (shader)).

Section 5.3(e) Studio Helper - An Employee assisting another Employee or Employees in
another classification in tasks performed in the studie or remote locations. An example is cable-

pulling.

Section 5.3() News Film, Tape and File Server Editors - An Employee primarily assigned
{o the editing of film, tape and on timelines (computer based editing on a timeline) for newscasts,
It is understood that Employees in other classifications not covered by this Agreement may be

assigned to film, tape and timeline editing.

Section 5.3(g) Broadcast Director - An Employee assigned to the operation of automated
studio control equipment (curtently called Ignite).

Section 5.3(h) Maintenance Assistant - An employee who is normally assigned to general
installation and basic diagnostics of electronic and mechanical equipment at the employer’s
facilities. Some duties include, but are not limited to, standard wiring, cabling, installation of
connéctors, and computer installation with direction from the Engineering Team.

Section 5.3(i) The Station may designate a Show Edit Coordinator who shall be a News
Editor responsible for oversight and coordination of assignments. Such a designation would apply
only to local newscasts for which other persons are not responsible for such oversight and
coordination. If such person is unavailable, the Station may designate a replacement who will be
paid according to the scale below. There would be no more than one such Coordinator per
newscast. An Editor so designated shall receive an extra fee of five dollars ($5) for each half (1/2)
hour newscast, ten doliars ($10) for each one (1) hour newscast for which he/she acts as Show Edit
Coordinator. For special or continuous breaking news extending for more than one (1) hour in
duration, the fee shall be an additional three dollars ($3) per hour for each additional hour so
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coordinated. A News Editor assigned to perform post-production editing work on documentaries
and special projects shall receive an additional three dollars ($3) per hour for such work.

Section 5.3} Management may impose certain qualifications or requirements for specific
jobs, provided that, such qualifications or requirements do not violate any terms or conditions of
this Agreement. In the event any new qualifications or requirements are imposed on existing
Employees, management shall give adequate time and training fo those Employecs affected.

Section 5.4 Reimbursement for the use of an Employee’s own automobile, when used in
the Employer’s business at the Employer’s request, shall be at the rate cutrently recognized by the
Internal Revenue Service for tax purposes, plus any parking charges. Employees shall not be
required to use their personal vehicles in the Employer’s business.

Section 5.5 The Employer agrees to reimburse each Employee for authorized, actual
incidental expenses incurred in connection with assigned duties, and such incidental expenses shall
include room and board expenses if an Employee is assigned to temporary duty away from his/her
normal work place, and incurs such expenses which he would not ordinarily incur at his/her regular

work place.

Section 5.6 Wages may be paid at any time the Employer elects, but not less than semi-
monthly unless agreed otherwise by all parties concerned.

Section 5.7(a) The Employer shall have the right to designate up to one position per eight
(8) regular full-time bargaining unit positions as full-time, unscheduled positions. Employees in
such positions shall be drawn from part-time Employees.

Section 5.7(b) Employees in full-time unscheduled positions shall be eligible for benefits
accorded fuil-time Employees, but the following Sections of Article IV of this Agreement are not
applicable to such Employees: 4.1; 4.2, except that the Employees will be paid at the overtime rate
for time worked in excess of forty (40) hours during a work week of Sunday through Saturday and

will be paid two (2) times his/her regular straight-time hourly rate for hours worked in excess of
sixteen (16) continuous hours, excluding meal times, on a shift; 4.5(b), except insofar as it refers

1o scheduling of PTO.
Section 5.7(c) Employees filling full-time, unscheduled positions shall not receive the

premium pay paid to part-time Employees. No current full-time Employee, as of the date this
Agreement is signed will be reassigned as a permanent unscheduled Employee without that

Employee’s concurrence.

Section 5.7(d) An Employee designated full-time unscheduled shall be given the first
opportunity to accede to regular full-time status providing that, in the judgment of management,

he/she is appropriately qualified for and necessary in the job.

Section 5.8 Except for Employees in positions designated as full-time, unscheduled
positions, any Employee who is hired to work less than five (5) consecutive eight (8) hour days or
four (4) consecutive ten (10) hour work days shall be designated as a part-time/on-call Employes;
no Employee working five (5) consecutive days of eight (8) hours or four (4) consecutive ten (10)

hour work days or more may be so designated.
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Sectiorn 5.9 Job Assignments - Bargaining unit personnel may be assigned to perform any
work of the Employer (with no reduction in rate or pay). Equipment vendor’s representatives may
operate cquipment of their manufacture and any necessarily related equipment on the Employer’s
premises in the course of installation, contract or warranty maintenance and repair, and training.
The Employer may secure programs and broadcast materials from any outside source.

ARTICLE VI
TERMINATION - SENIORITY - PROBATIONARY PERICD

Section 6.1 An Employee may be terminated only for just cause or lack of work, Where
skill, performance, work record, and present ability to do the work which remains are relatively
equal, length of scrvice shall govern layoffs and rehiring. If layoffs are rcquired, they shall be
carried out by Department, using the following six categories: Maintenance Engineers,
Engineering Technicians, Master Control Switchers within thc Engineering Technician
classification, Production Technicians (including studio), News Film, Tape, and File Server
Editors, and Ignite Directors. Total Station Seniority/Length of Service as a full-time Employee
shall govern and control. The Employer shall be the judge of the competence of the Employees.
It is understood, moreover, in any case where an Employee is terminated because of incompetence
and/or inefficiency, and there is reasonable doubt that such termination was made solely on the
grounds of incompetence or inefficiency, it may be submitted to the Grievance procedure as set
forth in Article ITI. It is understood and agreed that “just cause” includes, among other things,
poor performance, abuse of sick leave and PTO, and excessive absences.

It is further understood that management’s right to determine the number of Employees needed
pursuant to Section 2.1 of this Agreement constitutes just cause for a termination duc to a reduction

in force,

Section 6.2 There shall be no loss of accrued time in the computation of seniority as it
applies to this Agreement in the event of an Employee being off duty because of layofl or
continuous petiod of illness up to a maximum of one hundred eighty (180) days except for
Employees employed full-time for more than ten (10) years at the start of any absence or layoff,
in which case the time shall be increased to one (1) year, or because of authorized temporary leave

of absence.

Section 6.3 If any provision of this Agreement is in contravention of the laws or
regulations of the United States or the State of Washington, or rules and regulations of the Federal
Communications Commission, such provision shall be superseded by the approptiate provisions
of such law or rule or regulation so long as the same is in force and effect, but all other provisions
of this Agreement shall continue in full force and effect for the duration of this Agreement.

Section 6.4 After an Employee has been employed for one hundred eighty (180) days, in
event of any discharge or layoff the Employer shall give him/her in writing at least four (4) weeks’
notice of layoff or termination; or at the option of the Employer two (2) weeks’ pay in lieu of such

notice.
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After five (5) years continuous employment, in event an Employee is discharged or laid off he/she
shall receive one (1) week pay for cach year of service up to a maximum of eight (8) weeks (ten
{10) weeks total pay, including severance plus notice pay maximum) pay irrespective of Employcr

notice of layoff or discharge.

If any bargaining unit member is laid off due to the implementation of automated studio equipment,
robotic cametas, similar lype equipment, or new technology, the Employee shall be entitled to
Enhanced Severance Allowance. Instead of the severance otherwise provided by this Agreement,
as Enhanced Sevcrance Allowance, the Employer shall give to the Employee at least four (4)
weeks® notice of layoff or termination or four (4) weeks’ pay in lieu of notice, or a combination
thereof, at the Employer’s discretion, In addition to the notice or pay in lieu of notice, the
Employee shall be entitled to severance pay equal 1o one week of pay for cach full year of service,

up to a maximum of seventeen (17) weeks of pay.

It is understood and agreed that the {oregoing notice and/or severance pay shall not apply in cases
of resignation or discharge for just cause (unless reversed in arbitration) and/or as a result of
dismissal at the request of the Union because of failure of an Employee to comply with Section

1.5 of Article ] of this Agreement.

Regular part-time Employees regularly scheduled 29 hours or more per week and with more than
iwo (2 years of service shall receive a pro rata severance based on 2080 hours per year in the

event of displacement due to a reduction in force.

Section 6.5 New Employees shall be considered as probationary Employees for the first
one hundred eighty (180) calendar days of employment. In lieu of*termination, a probationary
Employee’s probation may be extended for an additional period not to exceed one hundred eighty

(180) calendar days.

Probationary Employees may be terminated at any time without such action being subject to
Article TI1, Section 3,1(b) of this Agreement,

Section 6.6 The Employer will make regular evaluations of an Employee’s performance.
Any Employee terminated or laid off based on such evaluations may challenge the lay off or
termination through the Grievance and Arbitration provisions of this Agreement.

ARTICLE VII
GENERAL

Section 7.1 - Any Employee already receiving more than the minimum wage rate set forth
herein for his/her classification shall suffer no reduction as a result of this Agreement, and nothing
herein shall preclude the payment of a higher rate af the discretion of the Employer. The Employer,
at its sole discretion, may pay wages, bonuses, gratuities, and make gifts to Employees over and
above the requirements of this Agreement. Over scale wages paid to any Employee shall not be
diminished by a contractual wage increase without written notification to the Employee.

Section 7.2(a) Employees shall not be required to work on structures determined by the
Employer and the representative of the Union to be hazardous.
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Section 7.2(b) Employees who may elect to do such work shall receive a special payment of
$25.00 once only at each location or per day per programming event which is away from the
Employer’s primary facilities.

Section 7.2(c) Employees shall not be required to work on structures higher than fifteen (15)
feet above horizontal surfaces suitable for public occupancy.

Section 7.2(d) For work on antenna structures above normal access ladders, special
arrangements will be made between the parties concerned to cover each case.

Section 7.3 The Employer and the International Brotherhood of Electrical Workers Local
46 mutually agree that all work performed under this Contract shall be in accordance with good
safety practices and common sense shall prevail,

Where it is necessary that work be performed during any period of time when only one Engineer
is on duly, and that Engineer considers voltages present to be dangerous from a safety standpoint,
then he/she shall request that a qualified second person be in attendance. Any Employee who sees
any condition he/she believes is unsafe, should report the condition to Station management.

Section 7.4 SAFETY - No Employee shall be subject to dismissal or disciplinary action for
noft performing any duty where he/she had a reasonable belief that such duty would be imminently

threatening to their life or personal safety. If an Employee is in a situation in which he/she has a
reasonable fear of personal harm, the Employee should remove himselffherself from the situation

immediately, then call the assignment desk or his/her supervisor for instructions. -

If an Employee has used his/her best efforts and followed proper practices/procedures, he/she will
not be disciplined, penalized or docked for equipment lost or damaged due to circumstances

beyond his/her control.

Section 7.5 QUARTERLY MEETINGS Engineering management shall meet
quarierly with members of the bargaining unit to discuss matters of mutual interest, including

quality control, transition to digital operations, new equipment, changes in operations, and similar
matters.

Section 7.6 Any and all agreements, written and vetbal, previously entered into by the
partics hereto are cancelled and superseded by this Agreement. Certain benefits and practices may
presently exist which are not specified in this Agreement, and it is understood that their
continuation for the term of this Agreement is not required or guaranteed, Unless specifically
provided herein fo the contrary, any prior or past practices shall not be admissible in arbitration
for purposes of interpreting the meaning of any provision of this Agteement. All Side Letters
retained or added as a product of this Agreement are preserved.
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ARTICLE VIl
NON-DISCRIMINATION

All gender references and non-discrimination provisions ere updated to conform to current
applicable laws, regulations, and company policies.

There shall be no discrimination in wages, rates of pay, promotions, hours or conditions of work
because of race, religion, creed, color, sex (including pregnancy), marital status, sexual orientation
(including heterosexuality, homosexuality, and bisexuality, as well as gendcr expression or
identity), age, disability, use of a trained guide dog or service animal by a person with a disability,
the presence of any sensory, mental, or physical disability, genetic information, national origin,
citizenship or immigration status, honorably discharged veteran or military status, or any other

characteristic protecied under applicable federal, state, or local law.

ARTICLE IX
DRUG AND ALCOHOL POLICY

The Station may adopt, implement and enforce the policy on drugs and alcohol.

INTERNATIONAL BROTHERHOOD OF KIRO-TV, INC. .
ELECTRICAL WORKERS, QL AL 46 _— -~ /
I ) § ":’/ . \ .f". ’:
| 27y [ &7 ) ) Ef" 2///‘{7?./—9 ——

Sean Bagsby, Business Manager, 7

IBEW Local 46 KIRO-TV Inc. COX Media Group.
WAl il o o ez
Date Date S

APPROVED

INTERNATIONAL OFFICE - L.B.EW.

March 11, 2024
Kenneth Cooper,
International President

This approval does not make the
International a party to this agreement.
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SIDE LETTER NO. 1

International Brotherhood
of Electrical Workers
1.ocal Union 46

19802 62™ Ave S.

Kent, Washington 98032

Attention: [BEW Local 46 Broadcast Business Representative

Re: Television Station KIRO Ladies and Gentlemen,

This is to confirm the following understandings reached relative to the interpretation and
application of Article I, Section 1.3 of the Agreement covering your members employed by the

above Employer effective upon ratification.

Assignments as to the use, operation and maintenance of electrical, electronic, and/or mechanical
equipment shall be made to members of the bargaining unit when such use and operation requires
electrical, electronic, and mechanical knowledge and skill; and that where the use and operation
of such equipment does not require such technical skills, it may be assigned to employees outside
the bargaining unit. Any disputes arising out of whether such clectrical, electronic and/or
mechanical equipment does or does not require the aforementioned technical skills shall be

referred, for resolution, to the grievance procedure as set forth under Article II1.

It is further understood and agreed that Article I, Section 1.3, shall not be interpreted so as to
eliminate assignment of bargaining unit jobs which involve operation and maintenance of
equipment which has been traditionally operated by bargaining unit Employees. Substitutes for
and/or a modification of equipment, which has been traditionally operated by bargaining unit

Employees shall be subject to the foregoing paragraph.
Examples of the application of the above understandings are:

1.  Operation and Use of Character-Generator Equipment

Since graphics generation equipment involves the use of a typewriter keyboard or electronics pallct
which manipulates or stores video characters or artwork, and since the skills involved include non-
electronic skills related to news and/or programming, such input operation may be assigned to
non-bargaining unit personnel. Such non-unit personnel may view equipment used to judge and
evaluate the quality of the product before storage, such as video monitors, wave form monitors

and vector scopes.

2.  Operation and Use of Electronic Mini-Cameras and Editing Machines for News Gathering
and News Production
Since electronic cameras and the related editing-machines when used for news gathering and
production would require the skills of news reporters, news cameramen, news writers, and other
news department personnel, including news editors, such equipment may be assigned to either (or
both) bargaining and non-bargaining unit perscnnel.

piiiBali-cia/CAUsers\pnevinAppDatalLocalMicrosofWindowsVNet Cache \Content. OutiookWUEQB2LZKIRO EXTENSION
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3. Operation and Uses of Mobile News Units Capable of Transmifting Video and Audio

Intelligence

Since technical knowledge and skill required of a television electronic technician may not be
required at the mobile transmission site, such operations may be performed by either (or both)
bargeining unit and non-bargaining unit personnel.

4. Operation and Use of VTR Cariridge Tape Machine Videocassetie Machines

A) Since the VTR Cartridge Tape Machine in Master Control is a substitute for and/or a
modification of the reel-to-ree] tape machine which has traditionally been operated by bargaining
unit Employees, it would continue to be operated by bargaining unit Employees,

B) Non-bargaining unit employees may program master control automation units; and
non-bargaining unit employees may also screen video tapes and query scheduled events prior to

amr,

5.  Operation and Use of Computer Editing Equipment Production Facility

A) Since bargaining unit Employees have traditionally edited programs and commercials
produced in the studio, such editing will be normally assigned to bargaining unit Employees.

B) Since editing of news and special program material has traditionally been performed
by both bargaining and non-bargaining unit employees, such editing may be assigned to either (or
both) bargaining and non-bargaining unit employees. Such non-bargaining and/or bargaining unit
employees may incorporate in the products they edit portions of programs produced in the studio.

6. Opcration and Use of Video Switching Equipment in Editing Consoles Vertical interval
switching equipment including special effects generators associated with it may be used in pre-
production editing consoles employing videocassette recorder/reproducers by non-bargaining unit
personnel. While suitable video and waveform monitoring equipment may be included in such
consoles, non-bargaining unit personnel may make no adjustments to active video processing
equipment (gain and timing of luminance and chroma) nor to relative or system phase in any
parameter of the composite or component video signal, nor may they operate such a switcher

directly to air,

In-the-field (i.e. away from the studio) switching of two dissimilar sources, that is between a
camera and video-recorder from the same truck, or between one mast mounted camera and one
hand-held camera, for the coverage of news stories may be performed by non-bargaining unit

personnel.

A video switcher installed in the KIRO-TV Television News "Chopper 7" helicopter for the
purpose of switching between a mounted camera and a hand-held camera, both inside the
helicopter, for the coverage of news slories may be performed by non-bargaining unit employees.

It is understood that time base correctors (such as Sony BVT 800) that require operational control
of input gain and vertical phasc and have L.E.D. or other lamp indicators or meters to show correct
adjustment, may be adjusted in those parameters by non-bargaining unit personnel.
For Setttement Purposes Only—Union proposed CBA extension — September 2023
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7. Automated Cameras
The Employer has, or may, during the contract term install and use automated, or remotely

controlled, cameras, It is understood that members of the bargaining unit will control these
cameras, including employees that operate the automated studio control equipment as described in

Section 5.3 of the Collective Bargaining Agreement.

8. Technical Directors

Management may designate employees who are assigned as technical directors to also perform as
directors for productions, including live cut-ins, or segments of five minutes or less, ot for breaking
news segments, but excluding news casis generally. Employees so designated will be paid five
dollars ($5.00) per hour premium pay during the time they perform both duties to be paid in one-

hour increments with 2 minimum payment of one hout.
Please confitm the above understandings by signing in the space provided below and return to this

office for our files.

Very truly yours, /
-/ "' c‘-"" - =

Pat Nevin, Gencmmna;,er

CONFIRMED: IBEW Local 46

" J" . J
By Z—C— ‘P& /
Sean Bagsby, Business 'xdanager ¢
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SIDE LETTER NQO. 2

International Brotherhood
of Electrical Workers
Local Union 46

19802 62" Ave. S.

Kent, Washington 98032

Attention: IBEW Local 46 Broadcast Business Representative
Re: KIRO-TV Mini-Camera Operations

Ladies and Gentlemen:

This is to confirm the following understanding that in entering into the Agreement by and between
the above Employer and your Union, effective upon ratification, it is agrecd that the following uses
of mini-cameras and related equipment maybe assigned to employees not covered under the

aforementioned Agreement:

NEWS

1. Operation of camera and related equipment in the field* for coverage of news to be broadcast
in regularly scheduled newscasts.

2. Operation of related editing equipment for timing and sequential preparation of tapes for
regularly scheduled newscasts.

3. Operation of camera and related equipment in the field; * selection, timing, editing and
sequential preparation of morgue mini-tape for "news reviews," election specials, sports specials
and similar programs produced by the News Depariment.

4. Operation of camera and related equipment in the field, * and editing, timing and sequential
preparation of field tapes of sports and weather inserts to be broadcast in regularly scheduled
newscasts.

DOCUMENTARIES AND SPECIAL PROJECTS
1. Operation of camera and related equipment in the field, * and editing equipment for timing,

audio mixing and sequential preparation of field tapes.

2. Operation of editing equipment for timing, editing and sequential preparation of morgue tapes
to be used as integral parts of documentaries or special projects programs,

3. Operation of editing equipment for fiming, editing, and sequential preparation of existing
field tapes for use as special promotion for news or documentaries.

4, Included in this category of operations is the type of work performed by units of employees
assigned to prepare and produce documentaries and special projects, such as the former "PM
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Magazine;" AAA World of Travel; Inside Northwest Business; the Home and Garden Show;
Sports TV; and similar programs.

COMMERCIALS
1. Operations of camezra and related equipment in the field,* and editing equipment when such

initial assignment is not under specific supervisory direction in the field.

The above understandings apply to all news and program material that have been recorded on or
transferred to mini-tape and/or successor media storage system for integration (editing, timing and
sequential preparation) within stories on a field tape and/or successor media storage system. Itis
further understood that employees covered by the aforementioned Agreement will not be excluded

from the above agreed mini-camera and related editing equipment operation. It is understood that
individual talents and skills of said employees are extensive, will be explored, encouraged and

used when practical.
Please confirm the above understandings by signing in the space provided below and return to this

office for our files.

Very truly yours,
— 4/?{/

Pat Nevin, General Manbhger

* "In the field" includes the Company's studios or facilities when an interview is conducted with
the use of mini-cameras and related equipment.

CONFIRMED: IBEW Local 4@}

By iﬁ",vy/;'. ‘2"‘:‘"(” " _[f’-

Sean Bagsby, Business Manager

Date )~ 3 U odg
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SIDE LETTER NO. 3

International Brotherhood
of Electrical Workers
Local Union 46

19802 62™ Ave. S.

Kent, Washington 98032

Attention: IBEW Local 46 Broadcast Business Reptesentative
Re: KIRO-TV - Interpretation of Article IV, 4.8

Ladies and Gentlemen,

This is to confirm the following understandings reached relative to the application of Scction 4.8
of the Agreements covering your members employed by the above television station effective upon

ratification.

1. Whenever an Employee is eligible fo receive overtime pay in accordance with Section 4.2 or
is eligible to receive holiday penalty pay for work on a holiday in accordance with Section 4.6(c),
and is also eligible to receive the fifty cent ($.50) or the seventy-five cent ($.75) premium in
accordance with Section 4.7, the premium shall be considered as part of his regular hourly rate of
pay for the purpose of determining his applicable overtime rate for such overtime hours worked.

2. Whenever an Employee is eligible to receive overtime pay in accordance with Section 4.2 or
is eligible to receive holiday penalty pay for work during a holiday in accordance with Section
4.6(c), and is also eligible to receive the twenty-five dollars ($25.00) special hazardous payment
in accordance with Section 8.2, such twenty-five dollars ($25.00) hazardous payment shall be paid
in addition to overtime pay or holiday penalty pay. It is further understood that other than the
specific special exceptions to Section 4.8 as set forth in items 1 and 2 above, all other applications
of Section 4.8 shall be in accordance with the specific language of this Section 4.8. It is also
understood that the following examples have been agreed as properly exemplifying the

applications of Section 4.3 and 4.5 of the Agreement:

3. Whenever an Employee is eligible for the rest period penalty pay in accordance with Section
4.5, any hours worked during the preceding continuous work assignment shall not be considered,
irrespective of whether any such hours were paid for at the overtime rate.

EXAMPLE

An Employee's last continuous work assignment ended at 10:00 p.m. The last two {2) hours of
such work assignment were paid for at the overtime rate. The Employee was scheduled and
reported for work the following day at 6:00 a.m. Under the above circumstances, the Employee

shall be credited with rest period penalty during the period 6:00 a.m. to 8:00 a.m.

Attached examples of the application of Section 4.3 and 4.5 have been agreed upon as proper

interpretation of these sections.
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Please confirm the above understandings by signing in the space provided below and return to this
office for our files.

Very truly yours,

AR

Pat Nevm, General Manuger

CONFIRMED: IBEW Local 46

7
By S C ]; e 4 W il
Sean Bagsby, Business Manégcr

Date 4
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SIDE LETTER NO. 4

International Brotherhood
of Electrical Workers
Local Union 46

19802 62™ Ave. S.

Kent, Washington 98032

Attention: IBEW Local 46 Broadceast Business Representative

Ladies and Gentlemen,

This is to confirm that in negotiations leading to the Collective Bargaining Agreement between
KIRO-TV and Local 46, effective upon ratification, it is agreed that although the Employer
reserves the right to make unilateral changes in its medical, hospital, dentai life insurance, pension,
401K, disability and travel accident coverage, the Union will be notified of any significant
changes in such benefits. This provision does not include the Employer's payment of Christmas

remembtance, which may be done at the Employer's option and discretion:.

Employees who previously participated in the Employer’s prior Sick Leave Policy and who have
remaining banks of hours shall keep up to two hundred (200) of those hours which may be used:
(1) when the Employee qualifies for Short Term Disability, to compensate the Employee for the
first five (5) work days thercby bridging the Employee to Short Term Disability; and/or (2) for

sickness that does not qualify for Short Term Disability.

Please confirm the above understandings by signing in the space provided below and return to this
office for our files.

Very trulwours,
f-'—:é‘/rz/ﬁzf/ 7 )

Pat Nevin, General Manager

CONFIRMED: IBEW Local 46
By '-:5;;’ e ﬁ_'.’:“'_‘r{_ 2~
Sean Bagshy, Business Manager

7 bt e 3703
% LS

Date
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SIDE LETTER NO. 5

International Brotherhood
of Electrical Workers
Local Union 46

19802 62™ Ave, 8.

Kent, Washington 98032

Attention: IBEW Local 46 Broadcast Business Representative

Re: Television Station KIRO Ladies and Gentlemer,

This is to confirm the following understanding reached relative 1o the climination of Section 4.11
and of the reference to the pay classification "Operations Coordinator" in the contract that expired
on May 31, 1994. Former Section 4.11: As stated in Section 5.1 of the 1994-1997 Agreement,
Master Control Switchers will be paid the same rate as paid to Crew Chiefs. Additionally,
Engineering Technicians who, on the date the Agreement is signed, are skilled in the use of video
tape operations and regularly and primarily assigned thereto, and who received fifty cents ($.50)
per hour above the Engineering Technician rate pursvant to Secticn 4.11 of the contract that
expired on May 31, 1994, will continue to receive that fifty-cent premium during the term of the
Agreement while they are employed in the Engineering Technician classification.

Please confirm the above understandings by signing in the space provided below and return 1o this
office for our files.

Very truly yours, o
/

C{Z% 7 =

: ;’ I!——z__—-_.______

Pat Nevin, General Manager

CONFIRMED: IBEW Local 46
By et { / *

Sean Bagsby, Busincss Nlanagér

w L
[T AEP-S

Date

For Setflament Purposes Only—Union proposed CBA extonsion - Seplember 2023
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SIDE LETTER NO. 6

International Brotherhood
of Electrical Workers
Local Union 46

19802 62" Ave. S.

Kent, Washington 98032

Attention: IBEW Local 46 Broadcast Business Representative

Re: KIRO-TV Clarification of Intent of New Language

Ladies and Gentlemen,

This is to confirm the following understandings reached between KIRO-TV and IBEW Local
Union Neo. 46 and its Bargaining Unit Committee relative to the intent of certain language
originally included in the 2004-2006 Collective Bargaining Agreement as listed below in Item 1.

ITEM 1 - NEW LANGUAGE

Article I, Section 1.4 which reads: "provided his/her assignments permit such a conference without
disruption." This language is not intended as grounds to preclude such a meeting but merely to

provide that it be rescheduled at an appropriate time.

Article III. Section 3.1(b): The intent of the new language in Section 3.1(b) is to facilitate
resolution of a grievance in the early stages by requiring all pertinent information to be disclosed
when the grievance is filed or during subsequent meetings between the parties to discuss the

grievance.
The intent of the parties is that evidence known or reasonably expected to be known by the parties
should be presented during the resolution process outlined in Section 3.1 (a). The objective is to

ensure that both parties have all information necessary to resolve the grievance. However, this
does not preclude the presentation of newly discovered or emerging facts or evidence to the

Arbitrator, providing the presenting party has promptly informed the other party.

Please confirm the above understandings by signing in the space provided below and return to this
office for our files.

For Seitfemant Purposes Only-—Union proposed CBA exlension — September 2023
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Very truly yours,

%Z’fé’; e ¢—ﬁf

Pat Nevin, General Manager

CONFIRMED: IBEW Local 46

/

By 4_ ' A iiﬁ
Sean Bagsby, Business Manager
(‘

Date _'_’__ 7
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SIDE LETTER NO. 7

International Brotherhood
of Electrical Workers
Loeal Union 46

19802 62" Ave, S.

Kent, Washington 98032

Attention: IBEW Local 46 Broadcast Business Representative

Ladies and Gentlemen,

This is to confirm scveral interpretive or transitional agreernents reached during the negotiations
leading to the Collective Bargaining Agreement effective upon ratification.

1. EDITING -The Station agrees that bargaining unit editors are better qualified to edit
"packages"” (as that term is generally used at KIRO-T'V) (but not to exclude photographers and
sports employees from editing packages) and to perform more advanced editing operations that
require specialized editing skills and expertise beyond utilization of pre-prepared timelines and
templates. Non-bargaining unit employees may perform more basic editing work related to their
primary job functions and consistent with their own skills and available technology, such as
sequencing, teases, bumps, editing elements of opens, closes, voice overs, and voice over to
sound. The editing of News, Sales, and Creative Services promotions, commercials, special
projects and documentaries may be performed by both bargaining unit and non-bargaining unit

employees.

AGREED: IBEW Local 46 KIRO-TV, Inc. i

= ey
. - " _/ - . e
By £&7% P Ref e By Z= ¥
Sean Bagsby, Business Manager Pat Nevin, General Manager

Yo— pod7 Date 2-/?/’%‘3}%

Date _(-3" i bl 4
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SIDE LETTER NO. 8
MEMORANDUM OF AGREEMENT

This Memorandum of Agreement (“Agreement”) is made by and between KIRQ-TV, a
COX Media Group station, (hereinafter the “Company”) and IBEW, Local 46 (hereinafier the
“Union™), on behalf of itself and all employees it represents (hereinafter, “Bargaining Unit
Employecs”) under the Collective Bargaining Agreement, between the Company and the Union
effective date of ratification or until terminated by mutual agreement of the parties (hereinafier the

“Contract”).

WHEREAS, the Company and the Union are parties to the Contract; and

WHEREAS, the Company during 2022 negotiations notified the Union of the possibility
to centralize (hub/sub) KIRO-TV master control operation; and

WHEREAS, the Company stated transfer master control operation (centralizing, hubbing
and/or subcontracting) work covered under the Colleclive Bargaining Agreement, shall only oceur
if such change begins as part of a widespread change among multiple Cox Media Group stations;

and

WHEREAS, the centralization of KIRQ-TV?s master control opetafion may result in a
reduction in the workforce at KIRQ-TV impacting bargaining unit employecs which may result in
begin laid off as is presently addressed by Article VI, Section 6.4 of the Contract; and

WHEREAS, Section 6.4 of the Contract provides Enhanced Severance Allowance for
bargaining unit employees impacted by automated equipment shall be entitled to severance pay
equal to one week of pay for each full year of service, with a minimum of four (4) weeks’ pay up
to a maximum of seventeen (17) wecks ol pay and four (4) weeks’ notice of last day to be worked

or pay in lieu of notice; and

WHEREAS, as an enhancement to Section 6.4, the Company is willifig to offer a more
beneficial severance to the bargaining unit on a non-precedential basis. The Company will offer

the impacted employees a Master Control Enhanced Severance of one-week severance for every
twelve (12) months of service measured from date of hire with a minimum of six (6) weeks and a
maximum of twenty-six (26) weeks, pro-rated for PT employees based on hours worked. This
enhanced severance will include up to twelve (12) weeks of subsidized COBRA coverage if elected
by the employee. The Company will provide this Master Contro] Enhanced Scverance provided
(1) the Union executes this Memorandum of Agreement and referenced CBA, (2) the impacted
employees execute and not revoke a Release and Waiver pursuant to the terms therein and (3) the
impacted employecs continues to work for KIRO-TV, as assigned, unti] date of transfer of
operations (unless asked to leave earlier or by mutual agreement as set forth below), or shall

reccive reduced Master Conirol Severance package.

For Settfement Purposes Only~—Union proposed CBA extension ~ September 2023
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NOW THEREFORE, the Company and the Union agree to the following:

1. In addition to the severance in 6.4 of the CBA, the impacted bargaining unit employees
severance will be capped at twenty-six (26) weeks instead of seventeen (17) weeks AND
(subject to paragraph 2 below) bargaining unit employees will receive an additional six (6)
weeks advance notice of layoff of last day to be worked (or pay in lieu thereof for each
week less than six (6) weeks advance notice of last day to be worked). Further, if enrolled
in company coverage and elected by the employee, up to twelve (12) weeks of COBRA
will be subsidized at the same rates as during ¢cmployment; and

2. As an exceplion to the severance set forth in paragraph 1 above, a bargaining unit
employee with less than six (6) years continuance service will receive six (6) weeks of
severance and if entolled in company coverage and elected by the employee, up to six (6)
weeks of COBRA will be subsidized at the same rates as during employment; and

3. To receive 100% of the Company Master Control Enhanced Severance employees must
work their regularly assigned job through date of transfer of operations (unless asked to
leave earlier) and sign (and not revoke) the Release and Waiver); if an employee resigns
early by mutual agreement prior to date of transfer, they will receive pro-rata reduced

severance benefits as agreed by the parties, It is expected that the employee will provide as
much notice of last day to be worked as is practicable before the effective date of
resignation and the Employer shall not act in bad faith with regerd to approving a departure

date; and
4. Failure (for any other reason) to comply with the conditions above will result in the

withdrawal of the enhanced severance and the employec’s separation of employment will
be subject to the terms and conditions of the Contract; and

5. Nothing herein precludes the Employer from offering, nor the employee from accepting,
assignments otherwise permitted by the CBA afier having received the severance payment
referenced herein; and

6. This Memorandum of Agreement applies only to the layoff in connection with KIRO-
TV’s master control centralization (hub/sub); and

7. This MOA is without precedent and cannot he used in any proceeding except one to
enforce this Agreement; and

8. This Agreement docs not constitute an admission by either party; and

9. The Union agrees to waive and otherwise not file or pursue any claims, gtievances or
Board Charges against the Company or its parent company arising out of KIRO-TV’s
master control centralization and the layoff of bargaining unit employees resulting

therefrom; and

For Settlement Purposes Only—Union propused CBA oxtensfon — September 2023
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10. This Agreement fully and finally resolves all claims related to KIRO-TV’s master
control centralization and related layoffs as described above.

AGREED: IBEW Local 46 KIRO-TV/COX Media Group

) % By_é% /'2"“*‘\"

By ..._f.’:i o __.{ AL &
Sean Bagsby, Business Manager Pat Nevin, General Manager

Date _’7_’(?/397"2{ -

<« .

ri e

Date )= 4 €~ 397
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APPENDIX A sl —

Holiday Policy
Effective Datc: 01/01/2012

Purpose

The Company provides all eligible employees with a specified amount of paid time off (“Holiday Pay”) to
celebrate holidays, as designated in advance by the Company.

Eligibility
All employees classified by the Company as regular, full-time employees with 30 standard hours or more
per week (“Full-Time Employees™) are eligible for Holiday Pay.

Regular, pari-time employees ate eligible for Holiday Pay for hours worked on designated holidays.

Policy Provisions

Holiday Schedule: On or about December 1« of each year, the Company will designate the holidays for
the following calendar year for which employees will be eligible for Holiday Pay:.

Holiday Pay is paid based on the location’s holiday schedule, On designated holidays, the business offico
of the location will be officially closed except for those employees scheduled to work in order to provide
minimum operations. Work schedules needed for minimal operation will be detcrmined by the location

management.

Holiday Pay
Holiday Pay will be paid at the basic earnings rate.

Basic earnings — For exempt employees, basic earnings are equivalent to your base salary. For
non-exempt employees, basic earnings are equivalent to your base hourly rate of pay. Basic
earnings do not include overtime, bonuses, additional compensation, or pay for morc than 40
hours a week. For commissioned employees, the Company will continue to pay commissions as

earned while away.
For non-exempt employees, hours for which an employee receives Holiday Pay do not apply in the
calculation of hours worked for overtime purposes, Other premium pay practices are based on the written
policy of the location and subject to federal and state laws,
Exempt employees who are required by management to work on a designated holiday may arrange with
their supervisor or manager to take an alternative day off, preferably within 30 days of the holiday on
which they were required to work.

Employees who are on an approved leave of absence (whether paid or unpaid), or who are
otherwise on inactive status, are not eligible for I{oliday Pay,

.opelu#iBafl-clovC:\Users\pnevin\AppData\LocalMicrosofiWindows\iNetCachetContent, OutiookWUE QB2 ZKIRO EXTENSION
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January 1, 2024
COY MEGIA GROUP

APPENDIX B
PAID TIME OFF (PTO) POLICY FOR FULL-TIME, NON-EXEMPT WASHINGTON

EMPLOYEES

This Paid Time Off {PTQ) policy is for regular, full-time, non-exempt employees of Cox Media Group, including its subsidiaries and affiliates ("CMG" or
“Company’), who are authorized by the Company to perform work for 30 hours or more on a weekly and regular basis, in the State of Washington,
including but not limited to the cities of Seattle and ‘Tacoma, unless covered by a collective bargaining agreement or other agreement that ofherwise
provides for any form of paid time off and does not provide for application of this palicy. This policy provides information and guidance regarding the

use of PTO and explains how PTO interacts with other Company policies.
As of the effective date, this policy supersedes and replaces any previous paid time off and paid sick leave polictes applicable to employess who are

covered by this policy.

PAID TIME OFF (PTO)

We all need time away from work to recharge, travel, lake care of our health, care for a family member, attend appointments, do the many things that
are important to each of us personally, or for other legally protected absences. This policy aims to provide eligible employees the fiexibifity to manage
these needs for time off in the way that best makes sense for them. PTO is in addition to other paid teave policies, such as paid holidays, bereavement,

short-term disability, and parental leave.

ELIGIBILITY AND PTO AMOUNTS

You are efigible for PTO immediately upon joining CMG or transitioning to a non-exempt role that is covered by this policy, unless otherwise set forth
in writing by CMG. In other words, PTO will be earned and can be used starting at the beginning of your employment or upon transitioning to & role
covered by this policy. PTO is eamed and accrued monthly and based on your years of CMG service, as determined by CMG'’s Length of Service
Policy, and as set forth in the below "PTO Amounts® chart.! PTO Is ot accrued during an unpaid leave of absence or while an employes is receiving

fong-term disability benefits, unless otherwise required by applicable faw.

04 176 14.67 264
59 216 18 324
10-19 240 20 360
20+ 280 23.34 450

Your new accrual rate begins on January 1st of the year in which your service milestone is met. For exampls, If you reach § years of service on July
15, 2024, you will start accruing at the rate of 216 hours per year on January 1, 2024.

For purposes of this policy, the benefit year is the calendar year, which begins on January 1st and ends on December 31st.

1 Soatlle, WA Employess - Employees have & right to paid lime off as set forth under the Seattie Paid Sick and Safe Time Ordinance (PSSTO). Employees’ paid time
bengfj L5 Mg . 2 ‘ ' s Comoany's status . ier 3 emplover as gefig 2l4Ing h ggﬁ_&_‘.ga!lfa - ! e
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Change in Status During tive Calendar Year
Transition from Part-Time, Seasonal or Temporary

A pert-ime, seasonal, o temporary {employed by the Company and not a staffing agency) employee who becomes a regular, full-ime, non-exempt
employes after the start of the calendar year will be allowed to use accrued and unused paid sick feave ("PSL") eamed as a part-time, seasanal, or
temporary employee in addition to being eligible to accrue and use PTO under this policy. Designation and use of PSL is subject fo the use and nofice
requirements of applicable law. Any accrued PSL or PTO time that remains unused as of the end of the year in which the employes's status changes,

will be carried over as PTO, fo the following year, subject to the Maximum Hours Accrual Cap.

Transition from Full-Time, Exempt

A full-time, exempt employee who becomes a regular, full-time, non-exempt employee after the start of the calendar year will begin to accrue and use
PTO, as dascribed under this policy, as of the date of transition, Any weliness time provided linder the Paid Wellness Palicy for Full-Time, Exempt
Employaes will be considered in determining the point in fime in which the applicable Maximum Hours Accrual Cap is achieved. For example, an
emplayee who has 3 years of service at CMG, will be eligible to accrue, in the year of transition, up fo an additional 16 hours of PTO for the year
because the employee was previousty provided with 160 hours of weliness time in the same calendar year. All unused weliness fime as well as time
accrued under this policy may be used as PTO, subject fo the Maximum Hours Accrual Cap. To the extent an employee wans fo use PTO as PSL,

designation and use of PSL is subject to the use and notice requirements of applicable law,

Trensition fo Pari-fime, Seasonal or Temporary

sition to a part-ime, seasonal, or temporary (employed by the Company and not a staffing agency) role after the start of the calendar year,
you will stop accruing PTO and will no longer be covered under this policy as of the dale of transition, unless otherwise nofified by CMG in writing.
the transition is to a part-ime role in Washington, please refer to the Washington Paid Sick and Safe Leave (PSL) Policy for more information regarding

your pald sick leave accruals under applicable law.

Transition lo Full-Time, Exempt

If you fransition to a full-time, exempt role after the start of the calendar year, you will stop aceruing PTO and no longer be covered under this policy as
of the dale of transition, unless otherwise notified by the Company in writing. Employees who transition to a full-time, exempt role will be covered under
the Company's Pald Wellness Policy for Full-Time Exempt Employees and the Flexible Vacation Policy for Fuil-Time, Exempt Employees as of the
date of transition. Please refer to the Paid Weliness Policy for Full-Time Exempt Employees and the Flexible Vacation Policy for Full-Time, Exempt

Employees for more information.

If you tran

Transition fo Roles Outside of Washingifon

If you transition io a role outside of the State of Washington, you will no fonger be covered under this policy, unless otherwise nofified by CMG in writing.
Contact your deslgnated People Soluticns representative for more Information regarding PTO and paid sick leave.

PTO ACCRUAL CAP

There is a cap placed on the number of PTO hours that you can accrue. The chart above outiines the accrual caps based on years of service. Once
you have reached your maximum allowed cap of PTO hours, you will stop accruing PTO hours. Once your PTO hours bafance falls bslow the maximum
aliowed, then the accrual process will start again, Unless otherwise required by law, employees will not receive PTO hours for the time during which

their PTO hours were at the applicable meximurn accrusl ¢ap.

USE OF PTO
PTO generally can be taken in 1-hour increments. However, employees may use PTO in minute increments when using PTO for a covered paid sick
leave law reason (see below). Unless otherwise set forth in this policy, you are to record in the Company's payroll systemn the PTO you use, including

any PTO designated as PSL.
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the course of the calendar year, you ¢an also use your PTO before you have accrued it up to your yearly maximum {f.e., the Hours of PTO that
| if you are covered under this policy as of January 1=t or a prorated amount if you become covered under this policy

tice and Scheduling section below. You cannot use more PTO than you would have available fo you over the

if you have 0 hours of PTO available o you as of January 1, 2024, and you would accrue 176 hours of PTO
ount is available for use at the beginning of the year, subject lo the

During
comrespond 1o your service fevel
after January 1% and subject to the No

enlirety of that calendar year. For example,
in 2024, then 176 hours is all that you can use in 2024, However, all of this am

applicable requirements in the Notice and Scheduling section below.

To the extent allowed by applicable law, PTO must be taken during any waifing period prior to receiving benefits under CMG's Short-Term Disability
ily andfor medical leave law. If you exhaust your available short-term disability or state or local family andfor medical leave

pay and remain on leave and medically unable to work, then you may elect to use any remaining unused PTO, unless othierwise prohibited by applicable
taw. Your use of PTO fo supplement stale- or local-provided benefits is subject to applicable law. You may also use PTO to supplement pay during
an approved family and medical leave under federal law. You may not receive benefits that exceed 100% of your pay.

Policy or a state or local fam

If you have questions regarding the coordination of benefils, please contact cmgleave@cma.com,

TRACKING AVAILABLE TIME

You will be notified, via an electronic reporl made accessible by the Company, of your accrued PTO balance available for uss, as well as all ather
required information, on the date you receive your paycheck. The available time represented will be the time available as of the end of a respeciive

pay period.
NOTICE AND SCHEDULING
While we want you fo have time to take care of you and your personal needs, we also need to make sure we have everything covered on the business

side. Unless PTO is being used in conjunction with FMLA leave, other protected leave, or for legally required stale and local paid sick leave law reasons
(see below), all requested PTO time must be authorized by your manager.

Where your need for PTO is expected, you are required to provide reasonable advance notice to your manager either orafly or in writing of your intended
absence from work so we can have enough time to review and plan for your absence. Excluding legally protected absences, stich as reasons protected
under applicable paid sick leave laws, there may be fimes when your requests for time off conflict with business needs and cannot be approved;

however, please work with your manager on any altematives.

as sudden llness, where your need for PTO is unexpected and you cannot schedule your PTO in advance. In these
| or written notice o your manager of the need to use PTO prior fo the start of your workday or if that notice is not

There may be occasions, such
notice may be provided by a spokesperson (e.g., spouse, domestic

situations, you must provide ora
possible, as soon as practicable. If you are unable to provide notice personally,

pariner, adult family member, or other responsible party).

Please remember that unscheduled requests for ime off that are not being used for FMLA purposes, legally required state and focal paid sick leave
law purposes, or ofher protected reasons, can creale challenges in your depariment and in operating the business. Excessive use of unscheduled
PTO may result in corrective action, up {o and including separation from employment.

Remember that you are responsible for managing your PTO and ensuring that you have the time off needed o cover any absences. If you exnaust afl

your available PTO and need additional fime off, please consult your manager or designated People Solutions representative, but understand that the
Company may not be able to approve your request based on business needs. If you exhaust all your PTO and additional unpaid absences cannot be

approved or accommodated, your employment may end.

PAYMENT OF PTO

Payment of PTO will be based upon your base salary, base hourly rate {i.e., the hourly rate that you would have eared for the time during which you
used the PTO), or average hourly rate (for employees paid on a plece rate or flag hour basis) excluding commissions, overtime, and other compensation,
unless otherwise required by applicable law. PTO hours or pay will not be considered for any overtime calculations, unless otherwise required by

1

applicable law.

In accordance with the terms of the Washinglon State Paid Sick Leave taw, Seattle PSSTO law, and Tacoma Paid Sick Leave law, you will be entitied
to & payout of all accrued, unused PTO at separation of employment if you mutually agree, i writing, to receive the payout. Please check with your

designated People Solutions rpresentalive {or specific information.
T ETe 4 "‘\'\': , P we aihbs =
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END OF YEAR CARRYOVER

You will carry over unused, accrued PTO hours at year-end, subject fo the Maximum Hours Accrual Cap above,

NO RETALIATION { DISCRIMINATION

You may request and use PTO under this policy, as well as exercise your rights under appiicable law, including state and local paid sick leave laws,
without fear of refaliation or discrimination, which CMG policy prohibits.

PAID SICK LEAVE ("PSL") LAWS
This policy is infended to meet or exceed the requirements of all applicable state and local paid sick leave {P8L) laws. In the event any provision of this
policy confiicts with such laws, the applicable PSL laws will govern.

You may designate PTO as PSL. PTO that you designate as PSL in any calendar year will be paid af your normal hourly compensation (i.e., the hourly
rate that you would have eamed for the time during which you used PTO as PSL) or salary in effect at the time you use PTO as PSL, uniess otherwise
required by taw. If you use PTO as PSL for hours that would have been overlime hours if worked, you will not receive overtime pay for PSL. If you are
paid on commission, the hourly rate of pay shall be the base wage, which for purposes of this policy Is calculated by dividing your fotal eamings by
your fotal hours worked in the full pay periods in the prior 80 days of employment, or applicable minimum wage, whichever is greater.

If you are using PTO as PSL to supplement your pay while on an approved, federal, state, or local family and medical leave, the Company will record
the time you use during your leave as part of the Gompany’s eave administration process. Otherwise, you are responsible for designating and
recording the PSL you use in the Company’s payroll system.

You are not required to search for or find a replacement employes to cover the periods of time in which you are absent from work while using PTO as
PSL. Use of PTO as PSL will not be counted against you as part of any absence control policy or taken into consideration when determining whather

you have excessive absenteeism or tardies.
Paople Solutions may ask for documentation, es needed and as permitted by appiicable law, to support your use of PTO as PSL (see below).

PSL Covered Reasons for Use

As noted above, PTO may be used for any reason, including in the event of finess, for other personal business, and for all reasons permitted under
applicable law. These reasons inciude if an employee is absent because of the following protected absences under state or local PSL iaws:

An employee’s need for diagnosis, care, treatment of, or recovery from a physical or mental illness, injury, or heaith condition; to
obtain preventive care, including when employees are recommended by public health officials to self-quarantine;

Diagnosis, care, freatment of, or recovery from & physical or mental illness, injury, or health condition of, or preventive care for an
employee's family member (as defined below);

. For certain reasons related to domestic violence, sexual assault, or stalking, including to enable to the employee o (i) seek legal
or law enforcement assistance or remedies to ensure the heaith and safaly of the employee or the employee’s family members,
including preparing for, or participating in, any civil or criminal lsgal proceeding; (ii) seek treatment by a health care provider for
physical or mental injuries caused by domestic violence, sexual assault, or stalking, or to aftend to health care treatment for a
victim who is the employee's family member; (i) obtain, or assist & family member in obtaining, services from a domestic violence
shelter, rape crisis cenler, or other social services program, (iv} obtain, or assist a family member in obtaining, mental health
counseling related to an incident of domastic violence, sexual assault, or stalking; or (v} participate in safety planning, temporarily
or permanently relocate, or taking other actions to increase the safety of the employee or empioyee’s family members;

Where the employee's place of business has been closed or reduced operations for any heaith or safety reason, or the employee
needs to care for a child whose school or place of care has been closed.
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L Emplovees in Seattle: May also use avaifable PTO to care for a household member (see below) who is & victim of domestic
violence, sexuaf assault, or statking.
o Employees in Tacoma; Bereavement for the death of a family member.
. Any other reason permitied under applicable faw.

As noted above, unless otherwise required by law, where an employee chooses to use available PTO for non-protected PSL reasons, the employee
will not receive any PTO beyond the amount provided under this policy in the event the employee has a need for a protected PSL absence later in the

year.

Family Members

When PTO is used for covered PSL reasons, “family member” includes the employee's spouse, registered domestic partner, child (biological, adopted,
foster, step, legal ward, or a child fo whom an employes Stands in loco parents, is a legal guardian, or is a de faclo parent, regardless of age or
dependency status), grandparent, parent (biological, adoptive, or de facto parent, foster parent, stepparent, or legal guardian of an employse or the
employee’s spouse or registered domestic partner, or a person who stood in loco parentis when the employee was a minor child), grandchild, sibiing,

and any other individual covered by applicable law.

When PTO is used for absences related to domestic violence, sexual assault, or stalking, family member includes persons with

[ 2
whom the employee has a dating relationship.

L Household Member (For Seattle Employees only): Defined fo include spouses, domestic partners, former spouses, former
domesiic pariners, individugls who have a child in common regardiess of whether they have been married or have lived together
at any time, adult persons related by blood or marriage, aduit persons who presenfly reside ot previeusly resided together,
individuals who are at least 16 years old who are presently residing or previously resided together and have or have had a dating
relationship with an individual at least 16 years old, and persons who have a biological or legal parent-child relationship, including

-stepparents and ,stepchﬂc_!mnwand grandparents and grandchildren. ’ A =
Documentation

As noted above, People Solutions may ask for documentation, as needed and as permitted by applicable law, to support your use of PTO as PSL.
After using PTO for a covered PSL absence of more than three consecutive workdays, you may be required to provide reasonable documentation

that PTO was used for a proper reason. Such reasonable documentation includes:

For absences due fo sick fime reasons, documentation signed by a licensed heafth care provider indicating the need for the
amount of pald sick fime taken.

®

) For absences relating to domestic violence, sexual assault or stalking, as described above, (i) documentation signed by an
employee; agent, or volunteer of a victim services organization, an attomey, a member of the clergy, or @ medical or other
professional service provider from whom the employee or that employee’s family member has sought assistance in addressing
domestic viclence, sexual assault or stalking, and their effects; (ii) a police or court record, including a court order of protection; or

(iii) a written statement from the employee expiaining the need for such fime.

Any other form of documentation deemed reasonable by applicable law.

Reasonable documentation is to be provided within 10 calendar days after your first day of using PTO for PSL, unless a longer period of time is
required by law. Reasonable documentation does not need to explain the nature of any iliness, injury, or health condition that you or a covered family

member have, or provide any detalls relating to domestic violenoe, sexual assault or stalking.
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The Company will pay for any associated costs for providing documentation to the extent required by faw. If an employee believes this
documentation requirement will result in an unreasonable burden or expense, you can submit an oral or written explanation to cmaleave@cema.com

asserting: (i) the PSL use is proper, and (i) how the documentation requirement creates an unreasonable burden or expense. The Company wil
evaluate and consider your explanation consistent with applicable law.

NOTICE OF CHANGES
CMG reserves the right {o make changes or modifications to this policy at any time, with or without advance notice; however, at no time will any such
changes or modifications restltin a loss of accrued, but unused PTO.

QUESTIONS
Should you have any questions regarding the provisions in this policy, please comtact your designated People Solutions representative.




Washington Paid Sick and Safe Leave Policy C W(f' G
e
Qe . | t 3

January 1, 2024
COX MEDIA GROUR

WASHINGTON PAID SICK AND SAFE LEAVE POLICY

This Paid Sick and Safe Leave ("PSL") Policy {"Policy") is for employees of Cox Media Group, including ils subsidiaries and affiiates ("CMG" or
“Company”), who (i) are authorized by the Company to perform work in the State of Washington, {fi) do not qualify for paid time off (PTO) or weliness
time under any Company policy, and {ii) are not covered by a collective bargaining agreement or other agreement that otherwise provides for any form
of paid sick leave and does not provide for application of {hls policy (*Eligible Employees®). Eligible Employees includes, by way of example, part-time,

seasonal, and temporary (if directly employed by CMG rather than a staffing agency).

This policy provides information and guidance regarding the use of PSL for Eligible Employees and explains how this policy inleracts with other
Company policies.

As of the effective date, this Policy supersedes and replaces any previous Company policies providing paid sick and safe leaveltime to Eligible
Employess.

ACCRUAL OF PSL AND YEAR-END CARRYOVER

All Eligible Employees accrue PSL under this Policy consistent with the Company’s stalus as a Tier 3 employer as defined under the Seattie Paid Sick
and Safe Time Orginance and the requirements of the Washinglon state and Tacoma paid sick leave laws.

Eligible Employees may bagin using PSL on their 80th caiendar day of employment with the Company.

Newly hired Eligible Employees begin to accrue PSL at the start of their employment. PSL accrues at a rate of one (1) haur of PSL for every 30 hours
worked.

If you are not @ newly hired Eligible Employee but become subject fo this Policy due 1o a change in status, you will be permitied to use any previously
accrued and unused paid time off (*PTO") as PTO, including PSL, until the end of the calendar year. I, at year-end, you have any accrued and unused
PTO that was earned prior to the stafus change, such time will be carried over from year fo year, up to 108 hours. In addition, in the year of the stafus
change, you will become eligible to accrue PSL under this Policy starting as of the date of the change. To the extent you accrue PSL afier the change
in status but do not use all of this time by year-end, such time wil be carried over {o the following year for use as PSL, subject to the 72-hour camyover
cap below and the use and notice requirements set forth in this Policy. Since time accrued prior to the status change was provided as universal PTO,

including PSL, you must use this accrued time before using time accrued after the change In status.

To the extent you transition to a reguler, full-time, non-exampt role or an exempt role during the calendar year, you will no longer be covered under this
Policy. Piease contact your designated People Solutions representative for more information about the policy that will apply to you upon your fransition.

PSL does not accrue while an employee is on an unpaid leave of absence or while an employee is receiving long-term disabilily benefifs, unless
otherwise required by applicable faw. ’

At the end of sach calendar year, Eligible Employees may carry over up to 72 hours of eamed, unused PSL to the next year,

For purposes of this Poficy, the calendar year Is the benefit year, which is defined as January 1 through December 31.

PAYMENT FOR PSL HOURS TAKEN

Eligible Employees are paid for PSL at their normal hourly compensation {i-., the hourly rate that they would have earned for the time during which
they used PSL) or salary in effect at the time they take PSL. Eiigible Employees who use PSL leave for hours that would have been overtime hours if
worked will not recelve overtime pay for PSL. For employees who are pald partially or wholly on a commission basis, the hourly rate of pay shall be
the base wage, which for purposes of this Policy is calculated by dividing the employee's total earings by their total hours worked in the full pay periods

in the prior 90 days of employment, or the applicable minimum wage, whichever is greater.
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To the extent allowed by applicable law, PSL must be taken during any walting period prior to recelving benefils under a state or local family andfor
medical leave law. If an Eligible Employee exhausts their state or local family andfor medical leave pay and remains on leave and medically unable to
work, then the employee may elect to use any remaining unused PSL, unless otherwise prohibited by applicabie law. An employee’s use of PSL to
supplement state- or local-provided benefits is subject to applicable law. Eiigible Employees may also use PSL to supplement pay during an approved
family and medical leave under federal law. An employee may not receive benefits that exceed 100% of the employee's pay.

Questions regarding the coordination of benefits are to be directed to cmgleave@cmg.com.

Eligible Employees are to timely record, in the Company’s payroll system, the PSL that they use if not using such time to suppiement their pay while
on an approved federal, state, or local family and medical leave, if using PSL to supplement pay, the Company will record the PSL an Eligible

Employse uses during their lsave as part of the Company's leave administration process.

REASONS FOR PSL USE
Eligible Empioyees may use PSL for the following reasons:

An employee’s need for diagnosis, care, treatment of, or recovery from a physical or mental illness, injury, or heaith condition; to obtein

&
preventive care, including when empioyees are recommendad by public health officials to self-quarantine;

Diagnosls, cars, freatment of, or recovery from a physical or mental illness, injury, or health condition of, or preventive care for an
employze's family member (as defined below);
. For certain reasons related fo domestic violence, sexual assault, or statking, including to enable o the employee to (i) seek legal or law
enforcement assistance or remedies to ensure the health and safety of the employee or the employee’s family members, including
preparing for, or parlicipating in, any civil or criminal legal proceeding; {il) seek treatment by 2 health care provider for physical or mental
injuries caused by domestic violence, sexual assault, or stalking, or fo attend to health care treatment for a viclim who is the employee’s
family membsr; (iii) obtain, or assist a family member in obtaining, services from a domestic violence shelter, raps crisis center, or ofher
social services progrem; (iv) oblain, or assist a family member in obtaining, mental health counseling refated to an incident of domestic
violence, sexual assault, or stalking; or (v} participale in safely planning, temporarily or permanentiy relocale, or taking other actions fo

increase the safaly of ihe employee or employee’s family members;

Where the employae's place of business has been closed or reduced operations for any heaith or safety reason, or the employee needs to
care for a child whose schoo or place of care has been closed.

Employees in Seattle: To care for a household member (see below) who s a victim of domeslic violence, sexual assaull, or slalking.

. Employees in Tacoma: Bereavement for the death of a family member.

» Any other reasen permitted under applicable law.
PSL may be taken in minute increments, PSL accrued under this Policy may not be taken as vacation or as a holiday. Misuse of PSL is not allowed.

COVERED FAMILY MEMBERS

For purposes of this Policy, *family member” includes the employee’s spouse, registered domestic partner, child (biological, adopted, foster, step,
legal ward, or a child fo whom an employee stands In loco parentis, is a legal guardian, or is a de facio parent, regardless of age or dependency

status), grandparent, parent (biological, adoptive, or de facto parent, foster parent, stepparent, or legal guerdian of an employes or the employee's
spouse or registered domestic partner, or a person who stood in loco parentis when the employee was a minor child), grandchild, sibling, and any

olher individual covered by applicable law.,
When PSL is used for ebsences related to domestic violencs, sexual agsault, or stalking, family member includes persons with whom the employee

has a dating relationship.
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Household Member (For Seaftle Emplovees only): Defined to include spouses, domestic pariners, former spouses, former domestic parlners,
individuals who have a child in common regardiess of whether they have been married or have lived together at any fime, adult persons relaled by
blood or marriage, adult persons who presently reside or previously resided together, individuals who are at least 16 years old who are presently
residing or previously resided fogether and have or have had a dating refationship with an individual at least 16 years old, and persons who have a

biological or legal parent-child relationship, including stepparents and stepchildren and grandparents and grandchildren.

DOCUMENTATION

People Solutions may ask for documentation, as needed and as pemitted by applicable faw, fo support an Eligible Employee’s use of PSL. Fora
covered PSL absence of more than three consecutive workdays, Eligible Employees may be required to provide reasonable documentation that PSL

was used for a proper reason. Such reasonable documentation includes:

For absences due to sick lime reasons, documentation signed by a licensed heatth care provider indicating the need for the amount of paid

. .
sick time taken.

. For absences relating to domestic violence, sexual assault or stalking,-as described above, (i) documentation signed by an employes,
agent, or volunteer of a victim services organization, an aftorney, 2 member of the clergy, or a medical or other professional service

provider from whom the employee or that employee’s family member hias sought assistance in addressing domestic violence, sexual
assault or stalking, and their effects; (ii) a police or court record, including a court order of protection; or (i} a written statement from the

employee explaining the need for such time.

Any other form of documentation deemed reasonable by applicable law.

Reasonable documentation is fo be provided within 10 calendar days after the Eligible Employee's first day of using PSL, unless a longer period of
lime is required by law. Reesonable documentation does not need to explain the nature of any iliness, injury, or health condition of the Eligible
Employee or covered family member, or provide any details relating to domestic violence, sexual assault or stalking.

The Company will pay for any associated costs for providing documentation to the extent required by iaw. Ifan Eligible Employee believes this
documentation requirement will result in an unreasonable burden or expense, the employee can submit an oral or written explanation to
cmaleave@cmg.com asserfing: (i) the PSL use is proper, and (ii) how the documentation requirement creates an unreascnable burden or expense.
The Company will evaluate and consider the explanation consistent with applicable law.

TRACKING AVAILABLE PSL

Eligible Employaes will be nofified, via an electronic report made accessible by the Company, of {1} the amount of PSL they have accrued; (2) any |
used PSL since the last notification; and {3} any unused, accrued PSL available for use by the Eligible Employee on the date they recsive their

paychecks. The available time represented will be the time available as of the end of a respective pay period.

SCHEDULING PSL

If the need for PSL is foreseeabie, Fiigible Employees must provide verbal or wriften notice at least 10 days in advance of using PSL, or otherwise as
soon as praclicabls. f the need for PSL is unforeseeable, Eligible Employees must provide verbal or written notice of their PSL absence to their

immediate supervisor as soon as practicable.

If an Eligible Employee is unable to provide notice personally, nofice may be provided by another person on the employee's behalf (e.g., spouse,
domestic pariner, adult family member, or other responsible party).

Eligible Employees are not required to search for or find a replacement employee to cover absences while using PSL. Use of PSL will not be counted
as part of any absence contro! policy or taken into consideration when determining excessive absenteeism or tardies.




Washington Paid Sick and Safe Leave Policy C ”}@ G
! 15
B I

January 1, 2024
0 MEDA GROUD

SEPARATION OF EMPLOYMENT

Under no circumstances will unused PSL be cashed out, either during employment or upon separation of employment. If an Eligible Employee
separates from CMG and is rehired within 12 months, then previously granted, unused PSL will be reinstated upon rehire. If the Eligible Emplayee
was not eligible to use PSL prior to separafion from employment, the previous period of employment wil be counted fowards the 90-day PSL usage
waiting period. If an Eligible Employee separates from CMG and is rehired more than 12 months later, then previously granted unused PSL will not
be reinstated, and the employee will be treated as a new hire under this Policy or other applicable policy at the time of rehire.

NO RETALIATION / DISCRIMINATION

Eligible Employees may request and use PSL. under this Policy, as well as exercise their rights under applicable faw, including state and local pald sick
leave laws, without fear of retaliation or discrimination, which Company policy prohibits.

NOTICE OF CHANGES
The Company reserves the right to make changes or modifications to this Policy at any time, with or without advance notice.

QUESTIONS
Should you have any questions regarding the provisions in this Policy, please contact your designated People Solutions representative.
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SEATTLE/TACOMA ADDENDUM TO PAID WELLNESS POLICY FOR FULL-TIME, NON-
EXEMPT EMPLOYEES

This Seattle/Tacoma Addendum to the Paid Wellness Policy for Full-Time, Exempt Employees ("Addendum”} applies to employees of
Cox Media Group, including its subsidiaries and affifiates, who are covered by the CMG Paid Weliness Policy for Full-Time, Exempt
Employees (*Wellness Policy”) and who have been assigned and approved by CMG to work in the city of Seattle, Washington for more
than 240 hours in a year or the city of Tacoma, Washington for more than 80 hours in & year, unless covered by a collective bargaining
agreement or other agreement that otherwise provides for any form of paid time off and does not provide for application of this policy

(*Covered Exempt Employees”).
This Addendum provides information and guidance regarding the use of wellness time for Covered Exempt Employees and explains how
wellness time interacts with other Company policies.

As of the effective date, this Addendum supplements the Wellness Policy. To the extent the Wellness Policy and this Addendum
conflict, this Addendum shall apply to Covered Exempt Employees.

For purposes of this Addendum, the benefit year is the calendar year, which begins on January 1st and ends on December 31st.

USE OF WELLNESS TIME

Covered Exempt Employess are entitied to up to 160 hours of wellness time as set forth in the Wellness Policy. Wellness time will be
frontioaded immediately on January 1=t of each calendar year for an existing Covered Exempt Employee, or if hired, promoted, or
transferred to an eligible position during the calendar year, then such time shall be frontloaded at the time of hire, promotion or transfer
to the eligible position. The provision of wellness time through the Wellness Policy, as incorporated by this Addendurm, is intended to
comply with all applicable paid sick and safe leave laws.! in the event of @ conflict between applicable law and the Wellness Policy, as
supplemented by this Addendum, the Company will apply the provision of the law or policy that is most favorable to the Covered

Exempt Employee.
Weliness time may be used by Covered Exempt Employees in minute increments when used for a covered reason as set forth in the
“Covered Reasons for Use" section below.

NOTICE AND SCHEDULING OF WELLNESS TiIME

When Covered Exempt Employees use wellness ime, they must inform their manager of the use of such time. There may be accasions,
such as sudden iflness, where the need for wellness time is unexpected and cannot be scheduled in advance. In these situations, Covered

Exempt Employees must provide oral or written notice to their manager of the need to use wellness time prior to the start of the Covered
t notice is not possible, as soon as practicable. If a Covered Exempt Employee is unable to provide

Exempt Employee's workday or if tha

notice personally, notice may be provided by a spokesperson (6.q., spouse, domestic partner, adult family member, or other responsible
party).

Covered Exempt Employees are to timely record the weliness time that they use in the Company's payroll system if not using such time
fo supplement pay while on an approved federal, state, or local family and medical leave. If wellness time is being used to supplement
pay, the Company will record the weliness time a Covered Fxempt Employee uses during their leave as part of the Company's leave

administration process.

t Seattle Employees: Covered Exempt Employees in Seatile have a right to paid sick and safe leave as set forth under the Seatlle Paid Sick and Safe
3 ' v V ) - 33 -5 2
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PAYMENT OF WELLNESS TIME

Payment for weliness time used by a Covered Exempt Employee will be based on the employee's base salary in effect at the time wellness
time is used, unless otherwise required by law. If a Covered Exempt Employee works in Tacoma and is paid partially or wholly on a
commission basis, the employee will receive compensation for lost commissions, which is calculated by dividing the employee’s total

earnings by the employee's total hours worked in the full pay periods in the prior 80 days of employment.

TRACKING AVAILABLE WELLNESS TIME

Covered Exempt Employees will be notified, via an electronic report made accessible by the Company, of their available wellness time
balance, as well as all other required information, on the date they receive their paychecks. The available time represented will be the

time available as of the date of the end of a respective pay period,

YEAR-END, SEPARATION OF EMPLOYMENT & REHIRE

Since Covered Exempt Employees are provided on a yearly basis with wellness time in excess of the time required under applicable state
and local laws, unused weliness time does not carryover from year to year. Unused wellness time is not cashed out during employment

or upon separation of employment.

If a Covered Exempt Employee separates from CMG and is rehired within 12 months, then previously granted, unused wellness time will
be reinstated upon rehire, or CMG will provide a greater amount of wellness time that comports with applicable law based on the timing

of reinstatement. If rehired more than 12 months after termination of employment, unused weliness time will not be reinstated.

COVERED REASONS FOR USE
in addition to the reasons set forth in the Wellness Policy, Covered Exempt Employees may use wellness time when absent because of
the following covered reasons:

An employee's need for diagnosis, care, treatment of, or recovery from a physical or mental lliness, injury, or health
condition; to obtain preventive care, including when employees are recommended by public heélth officials to self-

quarantine;

Diagnosis, care, treatment of, or recovery from a physical or mental iliness, injury, or health condition of, or preventive
care for an employee's family member (as defined below);

. For cartain reasons related to domestic violence, sexual assault, or stalking, including to enable to the employee to (i)
seek legal or law enforcement assistance or remedies to ensure the health and safety of the employee or the
employee's family members, including preparing for, or participating in, any civil or criminal legal proceeding; (ii) seek
treatment by a health care provider for physical or mental injuries caused by domastic violence, sexual assault, or
stalking, or {o attend to health care treatment for a victim who is the employee’s family member; (iii) obtain, or assist a
family member in obtaining, services from a domestic violence shelter, rape crisis center, or other social services
program; (iv) obtain, or assist a family member in cbtaining, mental heaith counseling related fo an incident of
domestic violence, sexual assault, or stalking; or (v) participate in safety planning, femporarily or permanently
relocate, or taking other actions to increase the safety of the employee or employee’s family members;

Where the employes's place of business has been closed or reduced operations for any health or safety reason, or
the employee needs to care for a child whose school or place of care has been closed.
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Employess in Seattle: May also use available wellness to care for a household member (see below) who is a victim of
domestic violence, sexual assault, or stalking.

Employees in Tacoma: Bereavement for the death of a family member.

* Any other reason permitted under applicable faw.

Family Members

VWhen weliness time is used for covered reasons, “family member” includes the employee's spouse, registered domestic pariner, child
(biological, adopted, foster, step, legal ward, or 2 child to whom an employee stands in loco parentis, is a legal guardian, or is a de facto
parent, regardiess of age or dependency status), grandparent, parent (biclogical, adoptive, or de facto parent, foster parent, stepparent,
or legal guardian of an employee or the employee's spouse or registered domestic pattner, or a person who stood in loco parentis when

the employee was a minor child), grandchild, sibling, and any other individual covered by applicable law.

When wellness time is used for absences related to domestic violence, sexual assautt, or stalking, family member
includes persons with whom the employee has a dating relationship.

e Household Member (For Sealtle Employees only): Defined to include spouses, domestic partners, former spouses,
former domestic partners, individuals who have a child in common regardless of whether they have been married or
have lived togsther at any time, adult persons refated by blood or marriage, adult persons who presently reside or
previously resided together, individuals who are at least 16 years old who are presently residing or previously resided
together and have or have had a dating relationship with an individual at least 16 years old, and persons who have a
biological or legal parent-child relationship, including stepparents and stepchildren and grandparents and

grandchildren.

Docurnentation

People Solutions may ask for documentation, as needed and as pemitted by epplicable law, fo
PTO for a covered PSL absence of more than three consecutive workdays, Covered

de reasonable documentation that PTO was used for a proper reason. Such reasonable

As noted in the Wellness Policy,
suppart the use of PTO as PSL. After using

Exempt Employees may be required to provi
documentation includes: ‘

For absences due o sick fime reasons, documentation signed by a licensed health care provider indicating the need

[ ]
for the amount of paid sick time taken.

For absences relating fo domestic violence, sexual assault or stalking, as described above, (j) documentation signed
by an emplgyee, agent, or volunteer of a victim services organization, an atforney, 2 member of the clergy, ora
medical or other professional service provider from whom the employee or that employee’s family member has
sought assistance in addressing domestic violence, sexual assault or stalking, and their effects; (i) a police or court
record, including a court order of protection; or (iil) a written statement from the employee explaining the need for

such time.

Any other form of documentation deemed reasonable by applicable law.

Reasonable documentation should be provided within 10 calendar days after the employee's first day of using PTO for PSL, unless a

longer period of time is required
condition of the Covered Exempt
assault or stalking.

by law. Reasonable documentation does not need to explain the nature of any illness, injury, or health
Employee or covered family member, or provide any details relating to domestic violence, sexual
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The Company will pay for any associated costs for providing documentation fo the extent required by law. If an employee believes this
documentation requirement will result in an unreasonable burden or expense, you ¢an submit an oral or written explanation fo

cmgleave@cmg.com asserting: (i) the PSL use is proper, and (ii) how the documentation requirement creates an unreasonable burden
or expense. The Company will evaluate and consider the explanation consistent with applicable law.

NO RETALIATION / DISCRIMINATION

Covered Exempt Employees may request and use weflness time under this Addendum, as well as exercise their rights under applicable
law, including any applicable paid sick leave laws, without fear of retaliation or discrimination, which CMG policy prohibits.

NOTICE OF CHANGES
CMG reserves the right to make changes or modifications to this policy at any time.

QUESTIONS
Should you have any questions regarding the provisions in this policy, please contact your designated People Solutions representative.




APPENDIX C

Short-Term Disability Policy
Effective Date: 01/01/2012

Shert-Term Disability (STD)

Short-term disubility pay {STD) is a benefit available to employees who meet the eligibility requirements
described below. All employees classified by the Company as regular, full-time employees with 30
standard hours or more per week (“Full-Time Employees™) are eligible for STD bencfits under this
policy. For the purposes of this policy, a disability for which STD benefits are provided is a medical
condition resulting from a non-work related injury or illness that prevents you from performing the
essential functions of your own occtipation for an extended period of time (inore than seven consecutive
calendar days), This policy covers disability due to pregnancy or childbirth in the same manner as any
other temporary disability. The amount of STD pay available under the plan is determined based on
length of service as & Full-Time Employee with the Company. STD pay will run concurrently with FMLA
and, where permitted, any state medical lcave laws and is available on a rolling 12-month basis measured

backwards from the date of disability.

Mecdical Certification

The Company requires that you provide medical certification to support the request for the STD benefit.
Failure to provide medical certification as requested by the Company could delay or prohibit payment of
STD. In most instances, this certification will be the same documentation provided for an FMLA request,

Benefit

There is a waiting period of 7 consecutive calendar days prior to the start of an employee’s STD benefit
(generally five working days). Each qualifying STD event will require a new waiting period of 7
consecutive calendar days. An employee must usc any unused paid time off (“PTQO”), sick pay (for those
locations with separate PTO and Sick Leave policies), or any other available time off with pay, for their
waiting period. Two or more periods of disability will be treated as one qualifying STD event if they are
due to the same or a related cause and are separated by less than 30 calendar days. If an employee returns
from a leave for which they receive STD pay, but requires regular follow-up visits to their medical care
provider, thc employee must use any available PTO, sick pay (for those locations with separate PTO and
Sick Ledve policies), or any other available time off with pay for those visits. Eligible employces will

receive STD pay based on their basic earnings, as defined beiow.

Basic earnings — For exempt employees, basic earnings are equivalent to your base salary. For
non-exempt employees, basic earnings are equivalent to your base hourly rate of pay. Basic
carnings do not include overtime, bonuses, additional compensation, or pay for more than 40
hours a week. For employees on a compensation plan which includes commissions, basic
earnings are equivalent to average hourly earnings for the past year (calculated based on base
salary, if any, plus commissions, and assuming a 40-hour workweek).
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Short-Term Disability Policy
Effective Date; 01/01/2012

STD Pay Benefits Schedule

STD pay will apply for only the time the employee’s health care provider requires the employee to be out
of work, not to exceed the following schedule per rolling 12-month perjod:

| Length of Full-Time Service as of | Maximum Paid STD in = Rolling
| the 1stDay You Become Disabled | 12-month Period -
At least 90 days, but less than 1 Up to 2 weeks
year, of employment as a Full-Time
Employee with the Company ___
1 vear, but less than 2 vears Up to 6 weeks
2 vears, but Jess than 4 years Up to 8 weeks
4 vears, but less than 6 years | Up to 12 weeks B
| 6 vears, but less than 8§ years Up to 16 weeks
| 8 years, but less than 10 years Up 10 20 weeks
[ 10 years + Up to 26 weeks -

STD payments will be limited to a maximum number of weeks per rolling 12-month period as provided in
the above schedule. The amount of the STD pay benefit will be based on the employee’s length of service
as 4 Full-Time Employee as of the first day of each leave. The STD pay benefit for a recurrence of the
same or related illness or injury within the same rolling 12-month period, including any recurrences, will
be based on the cmployee’s length of scrvice as a Full-Time Employee as of the first day of the original

qualifying STD event.

If the state has a paid disability program, an employee must apply for state disability benefits before
receipt of any STD pay benefit. If an employee receives pay pursuant to a state disability program, the
amount of STD benefit that the Company pays would be the difference between what the state pays and
the employee’s basic earnings as defined above. In such cases, STD will be paid only after the Company

receives documentation of the amount the state will pay the employee,

STD is not paid for disabilities relating to work-related injuries or illnesses, self-inflicted injuries, injuries
relating to the commission or ettempt to commit a criminal act, an act of war, driving while intoxicated,
insurrection, rebellion, or taking part in riot or civil commotion.

If you are unable to return to work after exhausting your STD benefits, you may be eligible for
benefits under the Company’s Long-Term Disability Plan. Please see Human Resources for more
information.
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