TECHNOLOGY UNIT AGREEMENT
January 2, 2024 - January 2, 2027

PREAMBLE

This Agreement is entered into at New York, N.Y., on the 24th Day of December, 2023, by and between THE
ASSOCIATED PRESS, a New York corporation hereinafter referred to as the “Employer,” and the NEWS MEDIA
GUILD, a local, No. 31222, chartered by THE NEWS GUILD -COMMUNICATIONS WORKERS of AMERICA, hereinafter

referred to as the “Guild or “Union,” for itself and on behalf of all employees of The Associated Press described in
Article 1, for whom the Guild is the exclusive collective bargaining agent.



Article 1 — COVERAGE

1. This Agreement covers all Technical Support Specialists and Senior Technical Support Specialists of Associated

Press System engaged in the operation, maintenance and installation of all equipment owned or leased by the Employer

in its leased wire and/or wireless news, picture and radio services within the United States, including such services operated
for wholly owned American subsidiaries, but excluding operation of non-photographic facsimile recorders and specifically
excluding the following positions: AP officers, Technology management including Technology managers, assistant
Technology managers, senior network operations center managers, network operations center managers, systems
engineers, technology specialists, broadcast engineers, and all employees represented by Local 31222, News Media

Guild's Editorial Unit contract.

2. The type of work normally performed within the bargaining unit by employees covered in Section 1 of this Article,
namely the operation, maintenance and installation of all equipment owned or leased by the Employer, shall be performed
by employees covered by this Agreement. Such work or work of the same type but serving the same function, whether
performed by presently or normally used processes or equipment or by new or modified processes or equipment, shall be
assigned to the employees covered by this Agreement, provided that nothing in this Agreement shall be construed as
barring the Employer from discontinuing any of its present operations or affecting technological changes in its operations
or as barring non-union employees in the categories excluded from this Agreement under Section 1 of this Article from
continuing to perform the work done by them as part of their normal function. Specifically, respecting excluded personnel
who are also trained technicians, nothing in this Article shall prevent them from managing, directing, supervising,
overseeing and participating in tasks associated with the operation, maintenance and installation of all equipment owned
or leased by the Employer, including during special events. However, such participation shall not result in a numerical
staff reduction of the employees covered by this Agreement, nor shall it result in any loss of regular pay or removal from
entitled classification or forced transfer from any bureau or department and, further, such participation in operation,
maintenance and installation of equipment shall not include full-time bargaining unit work or assignment to special events
on a full-time basis without the assistance of employees covered by this Agreement.

3. All employees covered by this Agreement shall be and remain members of the Union within thirty (30) days after the
execution of this Agreement or within thirty (30) days after hire, whichever is later.

4. Employer agrees to maintain an overall ratio of 4:1 between bargaining unit employees and Technology Managers
and/or Assistant Technology Managers during the life of this Agreement.

5. Itis agreed that upon written notification to the Employer that any employee is not a member in good standing where
Union membership is required by this Article, such employee shall be suspended from service within not to exceed two
(2) weeks and shall not be permitted to work until the Employer is notified by the Union that the employee is in good
standing with the Union.

6. As inthe past, this Agreement shall not apply to work traditionally and commonly performed by stringers, freelancers
and independent contractors. However, stringers, freelancers, or independent contractors shall not be used:
(a) to perform regularly scheduled bureau or department duties or assignments within bureaus or departments;
(b) to enable the layoff of an employee or the elimination of a position covered by this Agreement or employee
benefits under this Agreement;
(c) to substitute for temporary employees in those projects historically performed by temporaries.

Article 2 - CHECKOFF

Upon a regular employee’s voluntary written request, the Employer shall deduct such an employee’s union dues, and/or
assessments, according to a certified schedule to be furnished by the News Media Guild from time to time, from his/her
salary account, unless such authorization is revoked in writing by the employee.



Such sums shall be paid to the Secretary-Treasurer of the News Media Guild not later than two (2) weeks after the
deductions have been made.

All previous voluntary written requests referred to in Section 1 shall remain in force until revoked under their terms or
until superseded by the following form, to be supplied by the Guild. AP will accept electronic signatures on dues
checkoff authorizations.

Such request shall be made to the Treasurer of the Employer on the following form, to be supplied by the Union. AP
will accept electronic signatures on dues checkoff authorization :

Treasurer:
The Associated Press

| hereby voluntarily request and authorize The Associated Press to deduct from my salary account bi-weekly a
sum equal to my regular Union dues, as certified by the Union Secretary-Treasurer to The Associated Press.

| further authorize The Associated Press to deduct from my salary account from time to time whatever sums
are certified by the Union Secretary-Treasurer to The Associated Press as my regular Union assessments. Such
sums are to be paid to the Secretaru-Treasurer of the Guild not later than two (2) weeks after the deductions
have been made.

This assignment and authorization shall remain in effect until revoked by me, but shall be irrevocable for a
period of one (1) year each from the date appearing below or until the termination of the Collective Bargaining
Agreement between yourself and the Union, whichever occurs sooner. | further agree and direct that this
assignment and authorization shall be continued automatically and shall be irrevocable for successive periods of
one (1) year each from the date appearing below or for the period of each succeeding applicable Collective
Bargaining Agreement between the Employer and the Union, whichever period shall be shorter, unless written
notice of its revocation is given by me to the Employer and to the Union by registered mail not more than thirty
(30) days and not less than fifteen (15) days prior to the expiration of each period of one (1) year, or of each
applicable Collective Bargaining Agreement between the Employer and the Guild, whichever occurs sooner.
Such notice of revocation shall become effective for the calendar month following the calendar month in which
the Employer receives it.

This assignment and authorization supersedes all previous assignments and authorization heretofore given by
me in relation to my Union membership dues.

Employee’s Signature
Bureau or Department and Classification
Date

The Guild agrees to indemnify and hold the Employer harmless against any and all claims, losses, and liability for or on
account of any employee salary deductions remitted to the Guild pursuant to the terms of this Article.

Article 3 — PAYROLL INFORMATION

1. The Employer agrees to furnish to the Guild the following information and payroll data for employees within Guild
jurisdiction solely for use in collective bargaining between the Employer and the Guild.

2. The Employer shall provide the Guild monthly, within 15 days of the month in which the information became
effective, with the following information:



4.

a) For new hires: name, sex, birthday, address, personal email address (if provided voluntarily to the Employer by
the employee), gender identity and gender pronoun (if provided voluntarily to the Employer by the employee),
personal employee identification number, date of employment, classification, business location, department,
organizational unit, starting salary, economic differential, experience rating, experience anniversary date and, if
applicable, information on excess vacation accrual negotiated between an individual employee and the
Employer.

b) For deletions: The information in (a) above and the reason for deletion.

c) Fortransfers: The effective date and business location, department and organizational unit transferred to and
from, salary and economic differential and any change of status.

d) Inthe case of part-time employees the initial report will include the number of hours assigned.

e) Forrehires: The information in (a) above plus the location of previous employment, the date removed from
payroll, and the dates of the applicable trial period as provided for in Article 6 (Job Security), Section 4 for
former regular employees or as it applies under Article 18 (Temporary Employees), Section 3.

f) Merit increases granted, name of the business location, individual name, salary and amount of the increase
granted together with the effective date thereof.

Up to thrice annually, upon request the Employer will provide a list of employees exempt from the hours and
overtime provisions of Article 17 (Hours, Overtime and Work Schedules) with name, business location, department
and organizational unit, classification and reason for exemption. The Employer also shall supply the Guild annually,
on request, a list of employees grouped by business location and by department.

The Employer will continue to supply the Guild with a payroll list of employees covered in the unit on a biweekly
basis. As provided in Section 2 above plus their minority grouping, full years of service and date and amount of last
merit increase. Thrice annually, the Employer shall furnish a participation status report (showing the total number of
participating employees) on the health, contributory group life and pension plans. By July 15 of each year, the AP will
provide to the Guild a numerical breakdown of those bargaining unit employees identified as any of the following:
female, people who are Black, Hispanic, Asian, Native American, disabled or a Vietnam veteran.

The Employer shall supply the Guild no later than each June 1 the following information with respect to the Revised

Retirement Plan for employees of The Associated Press represented by the Guild:

a) A list of all pensioners in the plan as of the preceding January 1. Such list shall include the date of birth, date of
retirement, length of service and amount of benefit.

b) Alist of “inactives” in the plan.

c¢) The annual valuation of the plan as prepared by the actuary.

d) As of the date of the report, the plan’s funding ratio and the anticipated date when the plan will be funded fully.

Article 4 — GRIEVANCE PROCEDURE

The Guild shall designate a committee of its own choosing to take up with the Employer or its authorized agent
any matter arising from the application of this Agreement or affecting the relations of the employee and the
Employer.

Except as provided hereinafter, an initial grievance must be filed with an aggrieved employee’s supervisor or, if
the grievance pertains to that supervisor, with the supervisor’s manager. An electronic copy of each grievance
must be filed the Employer’s Human Resources Department. After the initial filing, every reasonable effort shall
be made to resolve the differences. The grievance must be submitted in writing to the Employer within 90
calendar days of the occurrence of the event complained of, or in the case of a suspension, within 90 calendar
days after written notice of the suspension is delivered to the Guild office in New York. A copy of the letter of
suspension shall be sent to the Guild office within 14 days. Provisions of this Article and Article 5 (Arbitration)



shall not apply on any grievance submitted more than 90 calendar days after the occurrence of the event
complained of. The Guild agrees to inform the Employer in advance of the nature of the grievance. This
information, to be supplied in writing, shall include pertinent details of the grievance, such as the names of the
employees involved, the dates and, in cases of claimed contract violations, the article or articles on which the
grievance is based. Once the grievance notification has been given, the grievance shall be settled only through
grievance procedure set forth in this Article or Article 5 (Arbitration); however, only disputes in which it is
claimed that an article or articles of this Agreement have been violated may be submitted to arbitration.

a) In cases of grievances involving claims of continuing violations, the remedy period shall be limited
to 90 days prior to the filing of the grievance.

The Employer agrees to meet with the committee within five calendar days after request for such meeting is
received in writing as provided in Section 2 above. A maximum of two members of the grievance committee
shall be given time off for such meetings, or more if by mutual agreement. If the Employer denies the grievance
at the local level, the Guild shall be notified in writing within five calendar days of the last local meeting.

The Employer agrees to meet with Guild representatives at the national level on any grievance not settled after
reasonable effort at the local level, provided, however, that such request for a meeting at the national level
must be made within 45 calendar days of the written denial at the local level. Every reasonable effort shall be
made to resolve the differences. No grievance may proceed to arbitration under this Article or Article 5
(Arbitration) without a national grievance meeting and, further, provisions of this article and Article 5 shall not
apply on any grievance submitted at the national level more than 45 calendar days after the written denial at
the local level. The Employer agrees to meet with Guild representatives at the national level within five
calendar days after written notice to the Employer stating the nature of the grievance, unless this time is
extended by mutual consent. A maximum of three members of the grievance committee shall be given time off
for such meetings. If the Employer denies the grievance at the national level, the Guild shall be notified in
writing within five calendar days after the last national level meeting on the dispute.

Article 5 — ARBITRATION

On the written demand of either party there shall be submitted to arbitration (the procedure for which is set
forth below) all disputes arising out of the application of this Agreement, provided, however, that nothing in this
Agreement shall obligate the Employer to arbitrate any issue arising out of the Employer’s sole responsibility to
determine the size and composition of its staff, assignment or reassignment, promotion or demotion of
personnel, including correspondents, within the Employer’s office or offices in the same city or town as long as
the employee’s salary and classification are not changed; provided further, however, this does not preclude
arbitration of disputes which may arise under Article 8 (Normal Work) insofar as that article relates to “no
imposition of any unreasonable amount or type of work on any employee,” or under Article 6, Section 3 (Job
Security).

No grievance or dispute may be submitted to arbitration more than 45 days after the written notice of denial on
the national grievance level (as described in Article 4, Section 4). In no case, however (rules of the American
Arbitration Association notwithstanding), shall an arbitrator be appointed to rule on the issue of arbitrability of
any matter arising out of the application of this Agreement if the demand for arbitration is filed after the above
time limit is expired. This time limit may be extended by mutual consent.

In the event either party raises an issue of arbitrability, excepting the stipulation in Section 2 of this Article, the
arbitrator appointed shall first rule on the arbitrability issue before proceeding to determine the merits of the
dispute if he/she determines the issue to be arbitrable.



4. A grievance under this Article shall be submitted for arbitration only by written notice from the complaining
party setting forth the grounds of the complaint. Such arbitration shall be conducted according to the voluntary
labor arbitration rules of the American Arbitration Association, excepting the stipulations in Sections 2 and 3 of
this Article. The decision of the arbitrator in any such arbitration shall be final and binding, and the expenses of
such arbitration shall be borne equally by the parties, except that no party shall be obligated to pay any part of
the cost of a stenographic transcript without express consent.

5. All arbitration demands shall be filed with and administered by the New York City office of the American
Arbitration Association. The Association shall provide the parties with a panel of qualified arbitrators from that
location and office. After discussion, the parties shall determine the most appropriate and efficient location for
the hearing. In the absence of agreement, the hearing shall be conducted in the city that serves as the control
bureau for the location where the grievance arose. Any subsequent days of hearing shall be conducted on an
alternating basis between the location preferred by the Guild and the location preferred by the Employer.

Article 6 —JOB SECURITY

1. There shall be no dismissals except for just and sufficient cause. The Guild and the employee shall be notified in
writing at least four weeks in advance of any dismissal, with the reason for the dismissal stated in such notice, except in
cases of proven financial dishonesty, gross insubordination, gross neglect of duty, or gross misconduct in the
performance of his/her duties, or where discharge is self-provoked for purposes of collecting dismissal indemnity. In the
latter specified instances electronic or written notice will be supplied to the Guild by the Employer. The Employer may
pay four weeks’ salary in lieu of notice to the individual.

2.  There shall be no dismissals by reason of putting this Agreement into effect. There shall be no reduction in salaries
except as may be qualified by Article 24 (Military Service) and Article 10 (Advancement Opportunities) or by return to
their regular assignments of employees who have been temporarily transferred to higher classification work. At the
employee’s request, and by agreement of the Employer, an employee may be transferred to an assignment of lesser
responsibility or compensation.

3.  Diversity and No Discrimination: There shall be no discharge of or other discrimination against any employee
because of his/her membership or activity in the Guild, which shall include the pressing of contractual claims by
employees. There shall be no interference or attempt to interfere with the activities of the Guild. There shall be no
discrimination as to age, sex, sexual orientation, gender identity, race, creed, color, national origin, disability or veteran
status to the extent prescribed by law. If the Guild files a demand for arbitration of such a grievance and the employee
has filed a charge of employment discrimination, with the Equal Employment Opportunity Commission, or with a state
or local human rights agency, or has filed a lawsuit alleging employment discrimination, other than on the grounds of
membership or activity in the Guild or some other union, then the parties agree to defer the American Arbitration
Association’s appointment of an arbitrator until the Employer notifies the Union that the charge or lawsuit has been
finally adjudicated.

The parties will create a joint committee on diversity and inclusion consisting of no more than three members appointed
by the Guild and no more than three members from the Employer. The joint committee will meet during regular work
hours and at Employer expense at the request of either party up to twice annually to review and propose initiatives
concerning diversity and inclusion. A member may participate in meetings by telephone or videoconference. Either party
may put items on the agenda for the meeting. Special guests may be invited to meet with the committee upon consent
of the Employer and the Guild.

a. The Employer shall refer to employees by the names they choose and by the pronouns with which they identify.

b. If an employee’s name is changed in connection with the employee’s gender transition, the Employer shall,



upon request by the employee, use reasonable efforts to replace the employee’s former name with the
employee’s new name in publicly available descriptions of the employee published by the employer (ex. website
bios, directories, etc.) This provision does not apply to previously published content in the AP news report, such
as bylines and credit lines.

c. The Employer will continue its efforts to provide employees the option to use a variety of pronouns, including
gender non-binary options, in completing personnel forms.

4.  Trial Period: An employee may be employed for a trial period not to exceed nine months and may be discontinued
at any time during such trial period with three weeks’ notice or three weeks’ pay in lieu of notice. The Employer has the
sole right to make this determination, and further, the provisions of Article 5 (Arbitration) shall not apply to an employee
discontinued during his/her trial period. Within 10 days after the employee has completed three months, five months
and eight months of employment, the employee shall receive a written evaluation from his/her supervisor. If the second
evaluation is not provided by 10 days after the five-month anniversary, the trial period shall be ended. Nothing shall
prohibit the Employer from ending the trial period at any time. Former employees rehired shall undergo a trial period
not to exceed three months. Military service shall not count in the computation of the trial period.

5.  Transfer Cessation of Function: The Employer shall give regular employees displaced by the transfer of a particular
function of an organizational unit the option of accepting a transfer with the function to another business location for
the same organizational unit or accepting dismissal indemnity in lieu of a transfer. In case of the cessation of functions of
an organizational unit, the Employer shall offer transfers to the regular employees affected or, if unable to do so, shall
reduce the force, in accordance with Section 7 of this Article. Should the employee decline a transfer or be released by
reduction of force he/she shall receive dismissal indemnity/severance as provided for in Article 7 (Dismissal
Indemnity/Severance). Acceptance of dismissal indemnity/severance by an employee under either of the conditions set
forth herein shall be entered on the records as a layoff.

6. Definitions: This section defines the meaning of the specified terms below so that they will have an express
meaning when used in this Agreement. Those specified terms are as follows:

a. “seniority” means Company-wide length of service since an employee’s most recent date of hire.

b. “Classification” means technical support specialist specified within Article 11 (Wage Minima) and senior
technical support specialist within Article 12 (Senior Technical Support Specialist).

c. “Qualifications and skills” means after the employee has demonstrated or can demonstrate and/or describe in
written detail within seven (7) days to the Employer, professional competency (obtained from regular exercise in
employment as a technical support specialist or senior technical support specialist, or through outside education
or training) in the subject matter of the position and its classification, as well as in the use of the equipment,
apparatus, and software required for the position. An Employee’s regular work as a technical support specialist
for the AP within the five (5) year period prior to the Employer’s announcement of the need for a reduction in
force demonstrates the employee’s professional competency in the subject matter of the Global Help Desk
and/or Customer Support solely for purposes of the application of seniority rights within this Job Security Article,
provided the technical support specialist performed Global Help Desk and/or Customer Support job functions on
a regular weekly basis prior to the announcement of the reduction in force. An employee’s successful
completion of training, to which the employee is entitled pursuant to Section 7(d) below, demonstrates the
employee’s professional competency in the use of equipment, apparatus and software.

d. “Business location” shall include its outpost/satellite sites (for example, the Pentagon is part of the Washington,
DC business location), as well as all Employer work sites within the same city. The Technical Support
organizational unit shall be deemed to operate as a single business location, with the exception of the New York,
Washington, DC and Los Angeles locations, each of which shall be deemed to be a separate business location

e. “Organizational unit” means Technical Support.



i After the effective date of this Agreement, a new organizational unit may be established only by
mutual agreement of the parties.

ii. The Employer will determine and designate the appropriate organizational unit placement for
incumbent employees within thirty (30) days of the establishment of a new organizational unit.

7. Reductions in Force: In the event of a reduction in force in the organizational unit at a business location, the
Employer will weigh an employee’s seniority, as well as his/her qualifications and skills, in accordance with the
provisions of this Section in order to determine which employee(s) will be laid off.

a. Volunteers: In the event that the Employer determines that a reduction in force in an organizational unit is
necessary, which does not involve the elimination of an entire organizational unit at a business location, and
that its operating circumstances enable it to accomplish all or a portion of the necessary reductions in an
organizational unit at a business location by voluntary means, then the Company will utilize a process as follows:

i The Employer will solicit volunteers from among all employees in the affected classification(s),
up to the total number of positions that it must reduce in each classification in the affected
organizational unit at the business location;

ii. In the event that more employees volunteer than are necessary to accomplish the required
reductions, then the Employer will accept volunteers in order of seniority until the necessary
number of reductions has been reached;

iii. The Employer may decline a volunteer’s offer when no other employee in the organizational
unit at the business location has the qualifications and skills necessary to perform remaining
work;

iv. Each volunteer accepted under this process will receive dismissal indemnity/severance as
provided in Article 7, provided he/she executes and does not subsequently revoke a resignation
agreement and general release of claims, which will include a waiver of any recall, re-hire or
other rights that he/she otherwise may be entitled to under this Agreement.

b. Vacancies: If vacant positions are available in the organizational unit at a different business location at the time
the Employer determines that a reduction in force is necessary, then the Company will offer vacant positions to
the affected employees in order of seniority provided the employee(s) has/have the qualifications and skills
necessary to perform the work required for the position. The Employer shall provide such employees with
reasonable advance notice of all vacant positions through its electronic job posting system. If an employee
accepts a transfer to a vacant position at a different business location, then the Employer shall reimburse the
employee’s transportation and relocation expenses in accordance with Article 9, Section 2 (Transfers). If an
employee declines a vacant position, then the employee may exercise the employee’s rights under the following
provisions of this Article.

c. Reductions. In the event that the Employer determines that a reduction in staff is necessary and that it cannot,
in whole or in part, be accomplished by the process of 7(a) or (b) above, then reductions will occur as follows:
the Employer will lay off employees in reverse order of seniority in the affected classification(s) within the
organizational unit at the business location provided the more senior employee(s) has/have the qualifications
and skills to perform t he remaining work in the organizational unit at the business location; if not, then then
less senior employee(s) shall be retained, and the next least senior employee(s) shall be laid off until the
requisite number of reductions has been reached. In the event of a staff reduction at the three locations
specified in 6d above, the affected employee will be able to exercise his seniority against the national group as
long as the employee has the skills and abilities to perform the required work.



d. Displacement after Training. If the Employer has previously trained a less senior employee in the organizational
unit at the business location and has not previously provided a more senior employee in the same classification
a training opportunity on equipment, apparatus and/or software necessary to perform the remaining work in
the employee’s classification at the business location then the Employer will provide all such affected employees
with all necessary and sufficient training so that the employee has a reasonable opportunity to acquire the
qualifications and skills necessary to perform the remaining available work in the classification. During such
training, the Employer shall articulate in writing its reasonable expectations regarding the available work. The
training shall include reasonable orientation, instruction, oversight, access to resources and equipment, and
prompt feedback regarding the work performed. The amount of training provided shall be reasonably based on
the circumstance but shall be provided over a period of no less than four (4) weeks. The Employer agrees to
provide a mentor/coach with whom the trainee may communicate outside of formal training periods. The
parties agree that any time spent in such communications outside of the trainee’s scheduled work hours is not
time worked and is not compensable.

i The Employer agrees that the supervision, oversight, instruction, and/or orientation of any employee
offered a training opportunity will not be performed by any employee who may otherwise be displaced
by the employee who is to be trained.

ii. Provided that the Employer has complied with the requirements herein , then the Employer shall have
the sole discretion to determine whether an employee has successfully completed the training period,
and that determination will be based solely on AP’s reasonable evaluation of the employee’s
qualifications and skills necessary to perform the required work in the classification and shall not be
based on any other considerations. If the Employer determines that the employee did not successfully
complete the training period in accordance with his section, then he/she will be laid off and receive
dismissal indemnity/severance as provided in Article 7 (Dismissal Indemnity/Severance).

iii. If the more senior employee successfully completes the required training period, then the more senior
employee with qualifications and skills will be retained and the displaced least senior employee in the
classification will be given the right to transfer into vacant positions in accordance with all of the
provisions of subsection (b) above, provided the employee has the qualifications and skills necessary to
perform the work of the vacant position. If the displaced least senior employee declines a transfer to
any vacant position for which he/she has qualifications and skills then he/she will be laid off and receive
dismissal indemnity/severance as provided in Article 7 (Dismissal Indemnity/Severance).

e. Regardless of relative seniority or qualifications and skills, no employee has the right to displace any other
employee who is assigned to a different business location.

f. Dismissal Indemnity Valuations:

i If a more seniority employee in the organizational unit at the business location does not have the
necessary qualifications and skills to retain a position in the organizational unit at the business
location, and does not qualify for a training period then the employee will be laid off and receive
dismissal indemnity/severance as provided in Article 7 (Dismissal Indemnity/Severance).

ii. If a more senior employee scheduled for layoff declines to accept work for which the employee
has the qualifications and skills or, at any time during a training period, elects to discontinue the
process, then the employee will be laid off and receive dismissal indemnity/severance as provided
in Article 7 (Dismissal Indemnity/Severance).

8. Recall and Rehire: Employees laid off under Sections 5 and 7 of this Article shall have their names placed for
eighteen (18) months on a preferential list for recall in the particular organizational unit at the business location
concerned and shall be recalled if a vacancy occurs in the same organizational unit at the business location during that
period. The Employer will provide access to its internal job posting site to all affected employees during the recall period,




so that employees on recall may apply for available vacancies at any business location. Seniority shall be retained
throughout the eighteen (18) month period during which the employee is eligible for recall and shall prevail on recall to
the organizational unit at the business location where employees are qualified for the available work.

a. Recall to Prior Business Location: If an employee declines an offer of recall at the organizational unit at the
business location or fails to report to the organizational unit at the business location within thirty
(30) days after written notice of a recall offer is mailed to the employee’s last address provided to the Employer,
then the employee shall be removed from the recall list and the Employer shall have no further obligation to
recall or rehire any such employee.

b. Employee Applies for Rehire to a Vacant Position at Another Business Location: During the eighteen (18) month
recall period, employees will receive preference according to seniority for other bargaining unit vacancies for
which they have submitted an application, provided they are qualified to fulfill the requirements of the position
without training and no other employee in the same classification in the organizational unit at that business
location is eligible for recall. Employees rehired under this provision shall not be entitled to reimbursement of
expenses pursuant to Article 9 (Transfers). Notwithstanding, the Employer will reimburse the employee for
transportation expenses for all members of the employee’s household, as well as living expenses for one (1)
week in the city to which the employee is rehired pursuant to this subsection. Additionally, employees rehired
under this subsection must also comply with the requirements of Article 7 (Dismissal Indemnity/Severance)
regarding repayment of dismissal indemnity and severance. Any employee who declines a position offered
under this subsection shall relinquish the employee’s preferential rights to vacancies in locations other than the
employee’s former business location.

c. Employer Offers Rehire to Vacancy at Another Business Location: If, in the absence of an employee’s application,
an employee declines an offer of rehire extended unilaterally by the Employer to a different business location
than the one at which the employee worked prior to layoff (but to an organizational unit in which the employee
has qualifications and skills), then the employee will remain eligible for recall only to the organizational unit at
the employee’s original business location and will not be eligible for vacancies that may arise subsequently in
any other business locations. If pursuant to this subsection an employee accepts an offer of rehire to at a
business location other than the one in which the employee worked prior to layoff, then the Employer will
reimburse the employee’s transportation and relocation expenses in accordance with Article 9, Section 2
(Transfers).

d. Termination of Seniority, Recall and Rehire Rights: If an employee is not rehired or recalled within eighteen (18)
months of the employee’s layoff, then the employee’s seniority shall terminate and the employee will have no
further seniority, recall or rehire rights.

9. The Employer will give the Guild not less than six months’ notice prior to the installation of new equipment or
machinery generally referred to as automation, provided that such installation would result in a reduction of the staff.
The Employer will continue its policy of accomplishing any such reduction in staff by attrition, if possible. All employees
displaced may elect termination with dismissal indemnity as specified under Article 7, Section 5 (Dismissal
Indemnity/Severance). Employees with not less than five years’ continuous service may apply for existing vacancies in
other related classifications within the jurisdiction of the Guild. If such employee is not qualified in the opinion of the
Employer for the position sought, the Employer will give a minimum of three and no more than six months’ paid training
for the new related classification at a rate of pay not less than the beginning scale for the new related classification, or
at the pay in the employee’s old classification, whichever may be higher. In the case of employees who do not elect any
of the above options, the Employer agrees to pay school fees or tuition not exceeding $7,500 per employee for training
for other work in a school or institution duly accredited under the Veterans Readjustment Benefits Act of 1966 or at
another institution acceptable to the Employer. Under this option the employee would receive dismissal indemnity and
terminate Associated Press employment. Generative Al shall not be used to enable the layoff of an employee or the
elimination of a position covered by this Agreement or employee benefits under this Agreement.

10. The Employer shall furnish employees an electronic or physical copy of any commendation, criticism, rating or



formal comment regarding their overall performance simultaneously with its being placed in the employee’s personnel
file. The Employer will provide the Guild with an electronic or physical copy of any bargaining unit employee’s annual
performance evaluation with an overall rating below “Meets Expectations.” The employee shall be entitled to file a
response, which the Employer shall place in the employee’s personnel file. Upon request, each employee shall receive
an assessment of the employee’s qualifications for advancement. Each employee in every classification covered by this
Agreement shall receive a personnel evaluation once annually followed by a conference with the employee’s manager.
The employee shall be given an electronic or physical copy of the written annual appraisal to be placed in the
employee’s personnel file, and shall have the right to have a written response entered with it. The Employer will provide
the Guild with electronic or physical copies of written warnings informing a bargaining unit employee of potential
discipline within fourteen (14) days of issuance.

11. Employees will not be suspended, discharged, or otherwise disciplined because of their inability to perform new
work for which they have not been trained.

12. When interpreting or applying the rights and obligations specified under this Article, an employee who, at the
request of and/or with the consent of the Employer, works remotely and is not required to report regularly to the New
York, Washington, DC or Los Angeles location, will be deemed to be working within the Technical Support organizational
unit/business location.

Article 7 - DISMISSAL INDEMNITY/SEVERANCE

1. Except as noted in this Article, dismissal indemnity shall be paid to any employee who has completed the trial
period and who is discharged, in addition to four weeks’ notice of discharge, provided the employee executes a
separation agreement and general release of all claims against the Employer except timely filed grievances under
this Agreement.

2. Except as noted herein, dismissal indemnity shall be paid in a lump sum at the rate of two weeks of pay for the
first six months of service, plus one week of pay for each subsequent full six months of continuous service up to a
maximum of 72 weeks of pay for 426 months or more of continuous service. Employees who are terminated for
poor performance will be paid dismissal indemnity in a lump sum at the rate of one (1) week of pay for each full 12
months of continuous service up to a maximum of 36 weeks of pay for 426 months or more of continuous service
with the Employer.

3. Indemnity shall be based on the highest regular weekly salary received by the employee during his/her last
continuous employment with the Employer.

4. Dismissal indemnity need not be paid to any employee discharged for proven financial dishonesty, gross
insubordination, gross neglect of duty, or gross misconduct in the performance of his/her duties, when the
Employer has established just cause for an employee’s termination because of violation of its Equal Employment
Opportunity Policy, where discharge is self-provoked for purposes of collecting dismissal indemnity or where the
employee does not execute a separation agreement and general release of all claims against the Employer except
timely filed grievances under this

Agreement.

5. Employees who are terminated due to staff reductions at a new or merged business within 24 months of an
entity’s acquisition by the Employer will be paid dismissal indemnity in a lump sum at the rate of one week of pay
for each full 12 months of continuous service with the Employer up to a maximum of two (2) weeks of pay. Except
for those employees who are terminated within 24 months of an entity’s acquisition by the Employer, anyone
covered by this Agreement shall receive dismissal indemnity according to the schedule contained in Section 2 of
this Article if they are affected by a staff reduction. In addition, they shall receive a severance payment based on
the following schedule: two weeks of pay for employees with less than five (5) years of service; four weeks of pay



for those with five (5) or more but fewer than ten (10) years of service; six weeks of pay for those with ten (10)
years or more but fewer than fifteen (15) years of service; and eight weeks of pay for those with fifteen (15) years
or more of service. In the case of an employee who worked for another entity at the time it was acquired by the
Employer, service time and severance/dismissal pay eligibility shall be determined in accordance with the terms of
the buy/sell agreement. In no case shall the Employer pay any dismissal indemnity/severance under this Article
unless the employee actually is separated from the Employer’s service and the employee executes a separation
agreement and general release of all claims against the Employer except timely filed grievances under this
Agreement.

6. When an employee is recalled or rehired pursuant to Article 6, Section 7 (Job Security), or rehired after layoff in
another location, then the amount of dismissal indemnity/severance/notice pay to be repaid by the employee shall
be calculated and repaid as follows:

a. The employee will retain an amount equal to one week of dismissal indemnity/severance/notice pay for
each week that he/she was not employed subsequent to termination and prior to recall or rehire.
b. The employee shall repay, in a lump sum, the balance of dismissal indemnity/severance/notice pay to the
Employer at the time of recall or rehire.
i If an employee informs the Employer that he/she is unable to repay the balance in a lump
sum, then he/she may repay the Employer in equal installments via payroll deduction over
a period of six (6) months for balance amounts of $5,000 or less, or over a period of twelve
(12) months for balance amounts in excess of $5,000. Employee agrees to execute the
necessary document to authorize deduction of said repayment amounts from his/her
wages.
ii. It is agreed that the Employer shall not delay recall or rehire as a result of the need to repay
dismissal indemnity/severance/notice pay.

c. Employees who are recalled, or rehired shall retain the seniority date they held prior to layoff. If an
employee leaves employment for any reason prior to repaying the full amount of dismissal
indemnity/severance/notice pay as required by this Section, then the unpaid balance will be deducted from
his/her final wages and/or time off accruals, to the extent necessary and possible, as well as from any
future calculation of dismissal indemnity/severance pay to which he/she may be entitled under the terms
of this Agreement.

d. The repayment of dismissal indemnity/ severance/notice pay provided in this Section is contingent upon
the Employer’s written notification to the affected employee of the repayment requirements contained
herein at the time of his/her termination.

Article 8 - NORMAL WORK

The Employer shall determine the size and composition of its staff and shall maintain an adequate working force
at all times so that there is no imposition of any unreasonable amount or type of work on any employee. The
Employer will take cognizance that additional duties imposed on employees will limit their ability to perform the
amount of work previously done.

a. The Employer will, upon request, prioritize an employee’s job duties when assignments prevent all duties
from being completed within the employee’s shift.

b. When an Employee is asked to perform more than one function, management will discuss with the
Employee the priority order of those tasks.

Should the Employer create a new job category or new job duty within the Guild’s jurisdiction, the Employer shall



notify the Guild and the parties shall negotiate a new minimum compensation. If agreement on minimum
compensation cannot be reached, the controversy shall be submitted to final and binding arbitration under the
procedure set forth in Article 4 (Grievance Procedure) and Article 5 (Arbitration). A change in the method of
operation shall not be considered a new job duty unless such change materially alters the job function. It is
recognized that the normal work of Technical Support Specialist employees covered by this Agreement requires
internal and external customer support within the Technical Support organization in all media formats, which does
not materially alter job functions or require additional compensation. Nothing in this Agreement shall preclude
the Employer from adopting technological advances in support of newsgathering, production, and/or distribution
and such changes do not constitute new job categories or new job duties.

Article 9 — TRANSFERS

1. The policy of the Employer is to meet the needs of the service and, wherever possible, to provide
wider opportunities for employees. Employees desiring transfer opportunities should make known their
wishes in writing to the head of their organizational unit, with a copy sent to the Vice President of Human
Resources in New York, to get them on record for consideration when conditions permit. Transfers to other
bureau cities shall be made only by mutual consent of the Employer and the employee, and no employee
shall be penalized for refusing to accept a transfer, except as specified in Article 6 (Job Security).

2. The Employer shall provide any transferred employee with a base lump sum allowance of $7,500.00,
which the employee may utilize in his/her discretion for his/her relocation expenses. In addition to the base
allowance, the Employer will provide an additional lump sum allowance of $5,000.00 for selling a home,
$2,000.00 for relocating a spouse, and $2,000.00 for relocating any children. Employees shall not be required
to obtain pre-approval of any expense, to itemize expenses and/or to utilize specified relocation agents or
services. Other than the base lump sum and the applicable additional allowances, the Employer has no
obligation to provide, facilitate and/or to reimburse a transferred employee with any other expenses or
services related to the employee’s relocation.

3. There shall be no reduction in salary because of a transfer, unless an employee exercises his/her
option under Article 6, Section 2 (Job Security). However, an employee transferring to another business
location shall receive the economic differential applicable to the city to which he/she is transferred; the
employee will be informed in writing before the transfer of any change in the differential. No employee may
agree to terms less than those provided by this Agreement.

4, The Employer shall not be bound by Section 2 above when an employee requests a transfer for
personal reasons and the Guild office in New York will be advised of any transfers made under this provision.
A written request for transfer filed with the Employer as outlined in Section 1 of this Article shall not be
considered a transfer request for personal reasons.

Article 10 - ADVANCEMENT OPPORTUNITIES

1. (a) With the exception of senior management positions, notices for all employment opportunities, whether or
not covered by this Agreement, shall be posted by the Employer electronically. These notices shall provide
employees two weeks from the transmittal date to make application for the positions, except on those rare
occasions when AP needs to fill a particular vacancy more rapidly, in which case the Employer shall notify the
Guild in writing.

(b) Employees desiring to perform their existing job and assignment in a transfer new business location shall



submit a request for a personal transfer opportunities should make known their wishes, in writing to the , to
the head of their organizational unit and relevant Human Resource representative. Such a personal transfer
may be granted by the company without a posting, so long as the Employee is able to fulfill all aspects of their
current role in the new business location. Such requests shall not be unreasonably denied by the company,
which may also elect to formally post for roles sought via this process.

(c) The Employer shall retain the exclusive right to determine who shall fill any vacancy subject to any
applicable provisions of this Article.

(d) No employee shall be penalized for refusing to accept a promotion, except as specified in Article 6 (Job
Security).

(a) For openings in the technician classification, preference over new applicants shall be given to the
advancement of employees in lower classifications subject to the employees’ qualifications and skills, with
the Employer being the sole judge.

(b) In all other classifications covered by this Agreement, preference shall be given to the advancement of
employees in lower classifications subject to the employees’ qualifications and skills. In selecting employees
for advancement, the Employer will give preference to length of service.

(c) Nothing herein is intended to exclude other Associated Press employees from consideration.

Reassignment of an employee to higher classification work shall not be deemed a work schedule change
calling for penalty payment under the provisions of Article 18 (Hours, Overtime and Work Schedules) of this
Agreement.

All employees shall be given every opportunity to advance their careers with the Employer and are
encouraged to pursue outside educational opportunities. If an employee takes such courses, approved by
the Employer in advance, the Employer shall reimburse the employee for said costs, either on successful
completion of the course, or on interim reports, showing satisfactory progress. The course and the specific
amount to be reimbursed must be approved by the Employer, in writing, in advance. Approval shall not be
unreasonably denied.

It is expressly understood and agreed, however, that should any employee resign within two (2) years after
completion of the last course, examination or course materials paid for by the Employer for any employee's
advancement toward eligibility, in whole or in part, for the certification differential payable under Article 11
(Wage Minima), then the employee must reimburse the Employer from employee’s terminal wages, accrued
vacation and, if necessary, personal assets, for the pro-rata cost of the course work, written materials and/or
certification examinations paid for by the Employer for the employee's benefit and on employee’s behalf.

The Employer shall provide adequate training on equipment under the technical support specialist’s
jurisdiction, and shall further provide, subject to availability, information (manuals, schematics, educational
and troubleshooting material) necessary to aid in proficiency. The Employer will use its best efforts to
provide a list of such planned available training with as much notice as practical to allow employees to
request training.

The Employer will establish the training schedule and employees' regular calendar workweek schedule may
be modified accordingly without penalty. Upon completion of said training, the employees' schedule will
revert back to their normal schedule at the beginning of the calendar week immediately following said
training.

It is further agreed that, for the life of this Agreement, the Employer will provide $1,000.00 per year to



update the digital online resources, based on recommendations from the field.

6. Upon written request, the AP will meet with up to three (3) Guild representatives every six months to
discuss employee concerns, preferences and inquiries on AP training programs. Should travel be required
to attend these meetings, Employee participants will not suffer a loss or reduction in regular wages,
including time spent traveling to and from meetings.

Article 11- WAGE MINIMA

An employee must be A+ and Network+ certified in order to be classified and paid as a technician or senior technician.

The Employer agrees to establish the following weekly minimum rates in the following classifications effective the start

of the first payroll period following the date of ratification of this Agreement:

TECHNICIANS TECHNICAL SUPPORT SPECIALISTS
Weekly Through April 1, 2024 4/1/2024 7/1/2025 10/1/2026
In the 1% year $810.00 $832.28 $855.16 $885.09
In the 2" year $956.55 $982.86 $1,009.88 $1,045.23
In the 3 year $1,103.17 $1,133.51 $1,164.68 $1,205.44
Annual
In the 1% year $42,120.00 $43,278.30 S44,468.45 $46.024.85
In the 2" year $49.740.60 $51,108.47 $52,513.95 $54,351.94
In the 3 year $57,364.84 $58,942.37 $60,563.29 $62,683.00
TIER 1 PRODUCT SUPPORT SPECIALISTS
Weekly Through April 1, 2024 4/1/2024
In the 1% year $833.76 $856.69
In the 2" year $886.24 $910.61
In the 3 year $938.71 $964.52
Annual
In the 1% year $44,355.52 $44,547.80
In the 2" year $46.084.48 $47,351.80
In the 3 year $48,812.92 $50,155.28

The Employer agrees to pay Technical Support Specialists the following Economic Differentials:

Class A Bureaus —New York City, Washington D.C., Boston, Chicago, Los Angeles and San Francisco.

Through April 1, 2024

4/1/2024

7/1/2025

10/1/2026

Class A
Economic Differential

$125.88

$129.34

$132.90

$137.55




Seniority Differentials

Employees in all classifications shall receive as regular wages:

Seniority Differentials Through April 1, 2024 4/1/2024 7/1/2025 10/1/2026
After 2 years $19.54 $20.08 $20.63 $21.35
After 3% years $25.66 $26.37 $27.09 $28.04
After 5 years $31.73 $32.60 $33.50 $34.67
After 7% years $35.75 $36.73 $37.74 $39.06
After 10 years $50.21 $51.59 $53.01 $54.86
After 15 years $56.60 $58.16 $59.76 $61.85
After 20 years $62.30 $64.01 $65.77 $68.08
After 25 years $72.86 $74.86 $76.92 $79.61
After 30 years $79.20 $81.38 $83.62 $86.54
After 35 years $84.48 $86.80 $89.19 $92.31

Employees working three-fourths (3/4) or more of the full work week shall be entitled to full seniority differential.
Employees working at least one-half (1/2) but less than three-fourths (3/4) of the full work week shall receive one-half
(1/2) of the seniority differential.

Certified Technical Support Specialists

A Certified Technical Support Specialist is a Technical Support Specialist who has successfully completed all of the
prescribed courses and tests as outlined below and will receive the specified differential.

Any technical support specialist who attains a Security+ certification, a Certified Video Engineer certification, a specified
MAC certification, the Microsoft Office Specialist (MOS) Word 2010 Expert and Outlook 2010 certifications (both
required for receipt of differential), and/or the MCITP/Enterprise Desktop Support Technician certifications shall receive
a weekly differential of $35.00 for each certification achieved, up to a maximum of $175 per week for any and all
certification differentials.

Any technical support specialist who attains a Web Systems certification (CIW Level 1), a specified Mac certification
and/or Linux+ certifications shall receive a weekly differential of $35.00 for certification achieved.

Employees must maintain such certification at the intervals required by the certification authority in order to continue
to receive the certification differential.

Upon written request to and approval of the Director of Technical Support, employees, who otherwise meet the criteria
for CIW, CEV, the MOS/Outlook & Word Expert, MCITP/Enterprise Desktop Support Technician, Linux+ certification,
Security+ or MAC training and aspire to achieve CIW, CEV, MOS/Outlook & Word Expert, MCITP/ Enterprise Desktop
Support Technician, Linux+ certification, Security+ or MAC certifications, will be afforded at least three (3) hours and up
to five (5) hours per week for CBT and other training, operating conditions permitting. Any Technician or Customer
Support Specialist requesting such training who has been subject to any disciplinary action within the past 12 months
will be disqualified for selection.



Article 12 - SENIOR TECHNICAL SUPPORT SPECIALISTS

The Employer will select senior technical support specialists from among qualified bargaining unit employees. The
Employer will select employees for this classification in its sole discretion and determination of whether an
employee, by virtue of the employees ability and experience, is capable of working independently with minimal
supervision; is capable of providing guidance to other technical support specialists and/or functioning as a team
lead; can instruct new employees; and can be assigned a schedule that supplements the Employer's need to
provide coverage and ensure stability of the technology network.

When senior technical support specialist job opportunities occur, the Employer will follow the job posting
provisions of this Agreement and will consider the qualifications of all bargaining unit technical support specialists
who apply for the position. If no qualified technical support specialist applies, accepts an offer, or desires to
relocate to where there is a business need for this classification, then the Employer may pursue external
candidates for the position.

Senior technical support specialists will receive a minimum weekly salary that is $110.00 per week greater than
the effective third year wage scale established for an technical support specialist. Senior technical support
specialists will also be eligible for all differentials provided under this Agreement. As a condition of this
classification and in exchange for its higher weekly salary, Senior technical support specialists will be required to
remain on-call at times designated by the Employer and Sections 5, 6, and 7 of Article 18 (Hours, Overtime and
Work Schedules) will not apply to senior Technical support specialists, except that they will receive premium pay
for any overtime actually worked.

Additionally, senior technical support specialists work schedules and assignments will be at the sole discretion of
the Employer, subject to provisions of Sections 1, 2, 3, 4, 8,9, 10, 11, 12, 13 and 14 of Article 18 (Hours, Overtime
and Work Schedules).

If a technical support specialist declines or wishes to discontinue an appointment to senior technical support
specialist, then the Employer is under no obligation to place the employee in an alternate position and the
employee may be subject to layoff pursuant to Article 6 (Job Security).

Article 13 — GENERAL INCREASES

Employees on the Employer’s payroll on the date specified herein will receive general wage increases as follows:

a. Two and three-quarter percent (2.75%) to each employee’s regular weekly salary and to economic differentials,

which shall become effec®ve on April 1, 2024;

b. Two and three-quarter percent (2.75%) to each employee’s regular weekly salary and to economic differentials,

which shall become effecBve on July 1, 2025;

c. Three and one-half percent (3.5%) to each employee’s regular weekly salary and to economic differentials, which

shall become effecBve on October 1, 2026.

Full-time employees will also receive a lump sum of $1,500, as soon as administrative feasible following the

ratification of this agreement. This lump sum shall be subject to standard taxation and withholding deductions, shall
be payable on a one-time only basis, and shall not be included in any employee’s regular salary, wage rate or

regular pay for any other purpose.



Article 14 — GENERAL WAGE PROVISIONS

1. Credit in the foregoing classifications, unless otherwise specified, shall be given for equivalent experience acquired in
full-time or regular part-time work in each of the classifications specified in the Agreement.

2. Any employee who performs work in more than one classification shall receive the rate of pay of the higher
classification for the time worked in such classification, except as modified by Article 10 (Advancement Opportunities). It
is agreed that the compensation shall be at least $15.00 per week more than the salary for the lower classification if an
employee is assigned to perform eight hours or more a week in a higher classification. A day’s experience in the higher
classification shall be credited for any part of a day worked therein. Any overtime worked in the higher classification
shall be compensated at the overtime rate of the higher classification.

3. An employee hired at or advanced to a salary above the minimum for his/her classification experience after the date
of the signing of this Agreement shall be credited automatically with an experience equal to or nearest the rating to
which his/her salary applies.

Article 15 — INDIVIDUAL BARGAINING

1. It is the established policy of the Employer to grant salary increases to employees on the basis of individual
performance and merit. Such policy may be continued and the Guild will limit its consultation thereon to verifying
(a) the number and (b) the frequency of such increases and (c) fair employment rights defined under Article 6,
Section 3 (Job Security) of this Agreement. Distribution of individual increases during the term of this Agreement
will conform to the normal practice of the Employer. It is the normal practice of the Employer to review the
performance of each employee at least once during a year. The Employer will supply the Guild with lists of merit
increases to be granted, such lists to contain the name of the bureau, individual name, salary and amount of the
increase granted together with the effective date thereof.

2. Any employee represented by the Guild may bargain individually with the Employer as to the employee’s hours,
wages and working conditions except that he/she may not bargain for terms less than those provided herein.

Article 16 — NIGHT AND SUNDAY DIFFERENTIAL

1. Through March 31, 2024, employees who are scheduled to and actually work between 7 p.m. and 6 a.m. (local time) on at
least four nights in one week shall receive a weekly night differential of $38.00. Effective April 1, 2024, this differential
shall be increased to $39.05; effective July 1, 2025, this differential shall be increased to $40.12; and effective October 1,
2026, this differential shall be increased to $41.52.

2. Employees who are scheduled to and actually work between 7 p.m. and 6 a.m. (local time) on three or fewer nights in
one week shall receive one-fourth of the full weekly night differential for each such daily trick.

3. Through March 31, 2024, employees regularly assigned to work at any time between 3 a.m. and 6 a.m. (local time)
shall receive an additional payment of $10.00 for each such daily trick but shall receive the full weekly overnight
differential of $41.50 if they work two or more early tricks. Effective April 1, 2024, this differential shall be increased to
$10.28 for each such daily trick and the full weekly overnight differential shall be increased to $42.64 if they work two or
more early tricks. Effective July 1, 2025, this differential shall be increased to $10.56 for each such daily trick and the full
weekly overnight differential shall be increased to $43.81 if they work two or more early tricks. Effective Octpber 1,
2026, this differential shall be increased to $10.85 for each such daily trick and the full weekly overnight differential shall
be increased to $45.34 if they work two or more early tricks.



4. Employees who are scheduled to and actually work on Sunday and whose Sunday trick begins after 6 a.m. and ends
before 7 p.m. (local time) and who are not already receiving a night differential under Section 1 above, shall receive a
Sunday differential equivalent to the daily night differential formula in Section 2 of this Article.

5. There shall be no deduction of night differential or Sunday differential for holidays off, sick leave, vacations or joint
contributions to the Employer’s voluntary pension plan.

6.

There shall be no payment of night or Sunday differentials to employees whose work hours extend beyond their

scheduled end of shift into those times outlined in Sections 1, 2, 3 and 4.

Article 17 EXPENSES

1. The Employer shall pay expenses incurred by an employee in the course of the employee’s work when the Employer
has authorized such expenses. Such authorized expenses shall include transportation, if required.

2. For the authorized use of an employee’s automobile, the Employer agrees to pay:

(a) The established IRS reimbursement rate for each business mile driven when the employee is authorized to use
his/her automobile, but not less than $15.00 per day.

(b) A weekly allowance to technicians/technical support specialists who use their own cars in their work, as opposed
to a car leased by the Employer. The weekly allowance will be at least five times the daily allowance in Section 2 (a) of
this article. The mileage reimbursement outlined in Section 2 (a) of this Article shall apply to 50 miles a week for
employees on such an allowance for making their automobiles available. Thereafter, the mileage reimbursement
shall apply only after the employee receiving the weekly allowance drives on assignment more than 125 miles in
a workweek.

(c) Necessary parking fees where free parking is not available at the place of authorized car use.

(d) Any technician/technical support specialist receiving the weekly allowance specified in Section 2(b) shall not
receive such weekly allowance during weeks in which the employee is on out-of-town assignments for the entire
week and does not use his/her personal car.

(e) Any technician/technical support specialist who agrees to make his/her personal automobile available for
business use and who receives the weekly allowance specified in Section 2(b) will be reimbursed for the actual
additional cost of the premium needed to insure the employee’s automobile at the business use rate rather than at
the personal pleasure use rate, up to an annual maximum of six hundred dollars ($600). Employees must provide one
(1) week’s advance written notice of a decision to cease business use of his/her automobile and must reimburse the
Employer for the business use premium for any period of non-utilization of not less than one (1) week. Employees will
provide one (1) week’s advance written notice of an intention to resume business use of a personal vehicle.

(f) The Employer shall have the option of providing a leased vehicle in lieu of mileage compensation rates and/or
weekly minimums described above. The type of vehicle shall be at the sole discretion of the Employer however, no
new vehicle with less than a four (4) STAR rating, as determined by the National Highway Traffic Safety
Administration (NHTSA), will be provided as a regular replacement vehicle through normal advance ordering
procedures. When circumstances dictate that a replacement vehicle is needed before it could be supplied via normal
advance ordering procedures or, in areas where all-wheel drive is selected a three (3) STAR rating will be permitted.

(g) Passenger cars provided will be either full size or intermediate station wagons or sedans. Again, these vehicles will



not exceed the safety standard stated above and will be equipped with the same optional equipment currently
provided, if available. The Employer also pledges that it will not assign a compact or sub-compact car to any
Technician except by mutual consent and that the Employer will add no more than five (5) additional bureau cars to
itsfleet.

(h) In order to receive the payments specified in this Section 2, employees must submit an expense report
documenting the date, name/place of assignment, and the actual miles driven for each business assignment during
that week. The daily minimum reimbursement specified in Section 2(a) and the weekly allowance specified in Section
2(b) shall be subject to taxation in accordance with law and regulation.

3. The Employer agrees to notify any affected employees 90 days in advance if an Employer vehicle is to be supplied for
the employee’s use. If an employee is assigned an Employer vehicle on a regular basis, the Employer agrees to provide
six months’ written notice to the affected employee when the vehicle is to be withdrawn. If it is not possible to give the
full six months’ written notice, then in lieu of notice, the Employer will pay the Employee $100 a month up to a
maximum of $600. The Employer will reimburse employees promptly for damage sustained by employee-owned
vehicles in connection with assigned coverage of civil disorders, riots and insurrections. Other accidental damage to the
employee’s automobile while on the Employer’s business, not reimbursed by insurance, will be reimbursed up to $750.
All other accidental damage to employee’s personal property while on company business will be considered on a case
basis.

4. The Employer agrees to carry Business Travel Accident insurance coverage with a death benefit of $200,000 for
employees who are on assignments. An employee will be reimbursed a maximum of $5.00 to cover insurance the
employee buys on a scheduled passenger airplane flight for business purposes. The employee shall present paid
vouchers covering this expense.

5. Employees who are confined to a venue during an out-of-office assignment without overnight stay shall be entitled to
reimbursement for reasonable meal expenses.

6. The Employer will provide employees who are hired at or transfer to a business location without a physical AP office,
or staff in those locations where AP closes an existing physical office, with a laptop, single monitor, keyboard, mouse,
USB headset and web cam. The Employer will also provide or reimburse employees for authorized office supplies and
business-related expenses.

a. Staff who are assigned to a business location at which AP maintains a physical office, or a business location at
which AP provides employees with access to a physical office (such as a co-working space), are not eligible for
the benefits as provided by Section 6.

b. Employees in any business location may not seek reimbursement for, or otherwise receive compensation for,
ongoing expenses such as internet connectivity, television service or electricity. All previous agreements to provide
such reimbursements will end upon adoption of this contract.

Article 18 - HOURS, OVERTIME AND WORK SCHEDULES

1. The normal workweek for all employees except those noted in Section 4 of this Article shall not exceed thirty-seven
and one-half (37%) hours within any five (5) days of the week, whether consecutive or not.

2. The normal workday for all employees except those noted in Section 4 of this Article shall be seven and one-half (7%)
hours within eight (8) hours. Time worked in excess of seven and one-half (7%) hours but not more than eight (8) hours
in any day shall be compensated for at straight time in cash. All time worked in excess of eight (8) hours in any day and
forty (40) hours in any week shall be compensated for at time and one-half in cash, including such differentials as may
be paid to the employee. A workday is credited to the day in which the majority of the scheduled hours are worked,



except for overtime.

(a) Employer agrees to equitably offer and distribute open shifts among available employees doing the same or
comparable work. An employee’s refusal of or failure to respond to such an offer will be considered a shift worked for
the purpose of determining equitable distribution.

1. For the purpose of this Article, a day off is defined as a minimum of twenty-four (24) hours, except where an
employee’s days off are split, in which case the minimum shall be defined as twenty-seven (27) hours.
a. All employees shall be granted a meal break within one hour of the midpoint of the employee’s shift, at
the employee’s option.

2. Employees assigned to the “early” shift or overnight shift tour and scheduled to work between the hours of 6 p.m. and
7 a.m. (local time) shall have a normal workweek of thirty-five (35) hours. The normal workday for such employees
shall be seven (7) hours within seven and one-half (7 %) consecutive hours. Employees assigned to the “early” shift or
overnight shift tour and scheduled to a four (4) day workweek shall have a normal workweek of thirty-five (35) hours,
and the normal workday for such employees shall be eight and three-quarter (8.75) hours within nine and one-quarter
(9.25) consecutive hours.

3. Except as noted below, any employee recalled to duty shall receive not less than five (5) hours at the overtime rate in
cash, in addition to any other overtime worked that day. Any employee who works on his/her day off shall receive not
less than a full day’s pay at the overtime rate, provided, however, that part-time employees will receive overtime
payment on a pro-rata basis only for time worked when not scheduled. Except when employees are on a day off or on
vacation, employees shall work overtime when reasonably requested or required to do so.

4. Work schedules shall be dated and posted electronically or physically on Friday, sixteen (16) days preceding the
workweek for which they apply, without penalty. Except as noted below, the Employer will pay four (4) hours at the
overtime rate to each affected employee for each day until a late schedule is posted. The workweek shall be Monday
through Sunday.

(a) Except as noted below, after the deadline for the posting of the schedule, changes may be made without
penalty as follows: (1) to cover bona fide news emergencies resulting from unforeseeable and extraordinary
news developments; (2) to cover staff emergencies arising because of the illness of one member of the staff or
subdivision in a bureau or office where six (6) or fewer employees are assigned; or (3) to cover staff
emergencies arising because of illness of more than one member of the staff or subdivision in a bureau or
office where six or more newspersons are assigned; (4) to cover the absence of a newsperson who resigns
unexpectedly after a schedule has been posted; (5) to accommodate a request for Guild leave when fewer
than sixteen (16) days’ notice has been provided by the Guild representative; or (6) to cover the absence of an
employee granted compassionate leave under Article 24 , Section 6 (Leaves of Absence), or an FMLA leave
under Article 26, Section 6 (Sick Leave).

(b) Employees whose posted schedules are changed without the authority provided to the Employer under
Section 5(a) herein shall be compensated at the rate of time and one-half for each day the schedule is changed
in addition to any overtime worked during the week.

(c) All schedule changes shall be held to the absolute minimum possible, and in any instance shall involve as few
employees as possible. In the event of changes, the appropriate Guild unit representative shall be notified.

5. a) The Employer agrees to make every effort to maintain a regularity of daily working assignments, to give
consecutive days off and to provide reasonable rest intervals between the end of a working day and the start of a
new day. A minimum of twelve (12) hours shall be allowed in case of the latter. No employee shall be scheduled for
more than two (2) different starting times a week, provided, however, that a variance of one (1) hour in either of the
maximum two (2) starting times per week shall not be considered to be three (3) or four (4) starting times, nor shall
it be a violation of this Section. However, once the second starting time has been established, there can be no return
to the first starting time during the employee’s workweek. If the Employer violates the requirements of this
subsection (a), it shall pay the aggrieved employee one hour of penalty pay, calculated at the employee’s regular
straight time hourly rate, for each hour of violation.

b. No employee shall be scheduled for more than seven (7) consecutive days of work. If the Employer



violates the requirements of this subsection (b), it shall pay the aggrieved employee one-half day of
penalty pay, calculated at the employee’s regular straight time hourly rate, for each day of violation.

c. The restrictions herein do not apply during weeks in which there are general elections or statewide
primaryelections.

6. Schedules shall not be used to punish or harass employees.

7. Time spent in traveling on assignment shall be considered working time in the meaning of this Agreement. Nothing
herein shall require the Employer to compensate the employee for sleeping time during travel.

8. Employees whose overtime assignments deprive them of adequate rest intervals before time to meet their next
regular schedules shall be allowed reasonable latitude in reporting for the next regularly scheduled starting time,
subject to the approval of the chief of bureau, manager or department head in specific situations. Such approval
shall not be unreasonably withheld. No deductions from regular salaries or differentials for such time as may be
granted under the foregoing circumstances shall be made.

9. The Employer shall cause a record of all overtime to be kept. Such record shall be made available for inspection by the
union upon request.

10. In determining overtime rates in this Article, the Employer shall include as part of the base salary for the day or week
all differentials due the employee for the workweek in which the overtime occurs.

11. Senior Technicians after September 1, 2009, and Technicians, who work alone in one-person bureaus, by mutual
agreement may be exempted from the provisions of Sections 5 and 6 herein. The Employer agrees that the
exemptions are intended to give the affected employee broader discretion in setting his/her own working hours and
shall not be used to avoid payment of overtime. The Employer recognizes the need for and encourages exempted
employees to take consecutive days off and ensure rest intervals of at least 12 hours.

12. Except as noted below, any employee who agrees to be on-call to handle emergencies during hours a bureau does not
have scheduled coverage shall receive a minimum payment of two (2) hours pay, at the overtime rate, for each
consecutive eight (8) hour period. If while scheduled to be on-call, the employee is required to respond to an
emergency, in addition to the on-call differential, the employee shall be paid overtime in accordance with the
provisions contained in this Agreement, travel time inclusive. Senior Technicians are exempt from this Section and are
required to remain on-call at times designated by the Employer as covered in Article 12, Section 2 (Systems Specialists
and Senior Technicians) of this Agreement.

13. Tier 1 Product Support Specialists and Tier 2 Platform Specialists are exempt from the penalty pay provisions of
Section 5 and from all of Sections 6 and 13 of this Article. Product Support and Platform Specialists may be required to
remain on-call, on a rotating basis, at times designated by the Employer. Such employees required to remain on-call
shall receive four (4) hours pay at the overtime rate for each day of on-call service, which includes payment for
reviewing and responding to electronic communications received during the course of the on-call day. In the event
that such an employee’s actual time worked during an on-call day exceeds three (3) hours, then he/she shall receive
payment at the overtime rate in accordance with Section 2 of this Article for time actually worked rather than the on-
call payment. Product Support and Platform Specialists may exchange an assigned on-call shift with another specialist
in the same classification, provided each affected specialist and the Employer consent to the exchange.

In lieu of the amount specified in Section 5 of this Article, Product Support and Platform Specialists who are recalled to
duty shall receive two (2) hours at the overtime rate, or overtime pay in accordance with Section 2 of this Article for
time actually worked after recall, whichever is greater.



Article 19 — TEMPORARY EMPLOYEES

1. A temporary employee is one who is employed on a special project for up to nine (9) months or for the duration of
any leave of absence specified in Article 23 (Leaves of Absence) or Article 25 (Sick Leave), the duration of which shall
terminate upon the employee’s return to work, whichever is longer. The Guild shall be notified in writing as to the
nature of such a project and its duration. A temporary assignment can be made up of a combination of vacation,
legislative and disability relief assignments provided the duration is not more than nine (9) months and the duration is
specified from the start of employment. Upon three weeks’ written notice, the Employer may conclude a temporary
assignment for a temporary employee employed less than nine months.

2. An employee who works as a temporary a total of nine (9) continuous months or more shall be placed on a firston,
first-off preferential list for regular employment through the duration of their temporary assignment and six (6) months
thereafter. An employee who works several non-continuous temporary stints within the same business location for a
total of 12 months within an 18-month period shall be placed on a first-on, first-off preferential list for regular
employment in that business location through the duration of their temporary assignment and six (6) months thereafter.
An individual on the preferential list must have the qualifications and skills to perform the work of an available position
and will have preference for hire where those skills and qualifications are relatively equal or superior to that of any
external candidate. This preferential hiring list shall be provided to the Union quarterly.

3. When such an employee is hired for regular employment and will be moving from one city to another, the Employer
will reimburse the employee for relocation expenses as provided in Article 9, Section 2 (Transfers).

4. Except as provided herein, the first nine (9) months of work as a temporary employee shall fulfill the trial period
requirement of Article 6 (Job Security) and the employee shall not be dismissed without just and sufficient cause during
the duration of the temporary project. A temporary employee hired for a regular position in a different business location
or organizational unit shall undergo a three-month trial period. An employee with a six-month break in service will
undergo a minimum six-month trial period. A temporary employee transferred from one business location to another
business location shall receive relocation expenses as provided in Article 9, Section 2 (Transfers).

5. An employee who has worked as a temporary shall participate in the Defined Contribution Plan as soon as permitted
by federal law. Any newly hired employee in a temporary position shall be eligible to contribute to the 401(k) plan as
soon as administratively feasible.

6. Any temporary assignment may be extended by mutual agreement of the Employer and the Guild.

7. Temporary employees shall not be employed where, in effect, their employment would eliminate a regular or full-
time employee

8. Article 21 (Holidays) will apply only to those temporary employees assigned on a full-time basis.

9. After three (3) months of employment, time worked as a temporary will be counted for purposes of calculating vacation
entitlements under Articles 22 (Vacation), provided that any break in service between temporary assignment does not
exceed twelve (12) months in length. Any vacation liquidated at the end of a temporary assignment will be subtracted
from the calculated entitlement of the next year.

10. The provisions of this Article shall not apply to temporary employees whose position is supported by a grant,
donation or philanthropic gift to The Associated Press or partner organization.



Article 20 — PART-TIME EMPLOYEES

1. A part-time employee is one who works regularly fewer than five days or less than 75 percent of a workweek.
Part-time employees shall be paid on an hourly basis equivalent to the weekly wage minimum to which they
are entitled by their experience, plus ten cents an hour, up to and including 75 percent of the workweek. Part-
time employees shall receive all the benefits of this Agreement on a pro-rata basis except that those who
work fewer than fifteen (15) hours per week shall not be entitled to coverage under provisions of Article 7
(Dismissal Indemnity/Severance), Article 22 (Vacations), Article 24 (Military Service), Article 26 (Group Health
and Dental), Article 27 (Life Insurance), Article 28 (Pensions) and Article 30 (Miscellaneous), Sections 3 and 4.

2. Article 25 (Sick Leave), Section 3, Long-Term Disability, shall apply to employees working 30 or more hours a
week. Pro-rata vacation days earned by part-time employees working 15 or more hours a week shall be trued-
up on a quarterly basis.

3. Part-time employees shall not be used where such use, in effect, regularly substitutes for full-time employees.

4. The termination of a part-time employee shall be subject to the arbitration process described in Article 5
(Arbitration) if the part-time employee has worked more than 150 assignments, including regularly scheduled
assignments or any other assignments. However, in no event shall the arbitration process apply as described
herein if the part-time employee has worked fewer than nine (9) months for the Employer.

5. In the event of a reduction in staff, a part time employee who is regularly scheduled for layoff and who has
greater seniority than a full-time employee within the same classification and organizational unit at the same
business location must accept the less senior full-time employee’s position for which he/she is qualified or
he/she will be laid off.

6. In the case of a reduction in staff, part-time employees with at least two (2) consecutive calendar years of
service with the Employer shall be placed for seven months on a preferential list for rehiring to a full-time
position.

7. Inthe event a previously full-time employee has been recalled to a part-time position after a period of layoff,
he/she shall be offered in order of seniority, the initial, vacant full-time position that arises in the same
classification and organizational unit at the business location to which he/she was recalled, provided he/she
has the qualifications and skills to perform the available work. Said right shall be limited to the initial vacancy
only and shall terminate in the event that part-time employee declines the offer.

Article 21 — HOLIDAYS

1. The following days, or days observed as such, shall be considered holidays: New Year’s Day, Martin Luther King Jr. Day,
Presidents Day, Juneteenth Day, Memorial Day, Independence Day, Labor Day, Thanksgiving Day and Christmas Day.

a. When New Year’s Day, Juneteenth Day, Independence Day or Christmas Day falls on a Saturday, it shall be
observed on the preceding Friday; any such holiday that falls on a Sunday shall be observed on the following

Monday.

2. An employee may substitute any religious holiday for any holiday enumerated in Section 1.



. Any employee required to work on the actual or observed day of a holiday shall be paid (in addition to his/her salary for
that week) at the rate of time and one-half. When an employee is not scheduled to work on an observed holiday, but is
required to remain away from home on assignment during those holidays, then he/she shall be paid for one day at
straight time.

. When an employee works on both the actual holiday and the observed holiday, he/she shall receive holiday premium
compensation for only one of the two days.

. If a holiday specified above falls during an employee’s vacation, he/she shall be given another day off. Work done on a
fifth day in a holiday week by any employee whose day off falls on a holiday shall be compensated for by the payment of
a day’s pay in addition to the regular weekly salary.

. Upon ratification of this agreement, any carried over CTO time and carried over birthday and personal day accruals
under previous agreements between the Employer and the Guild shall be converted to carried over vacation time; these
days will henceforth be subject to the provisions of Article 22.

. Employees assigned to work after 6 p.m. on Christmas Eve or New Year’s Eve shall receive an additional payment of one-
half of the regular hourly rate for any hours of work performed after 6 p.m. (local time) on any regular trick which
started before 8 p.m. on these holiday eves.

Article 22 — VACATIONS

1. Employees shall be on a calendar year basis for vacations, with all vacation to be taken in the calendar year in
which it is due. The Employer may designate periods, where scheduled news conditions warrant, placing
limitations on the number of people in an organizational unit who can be on vacation at the same time. The
Employer shall provide enough scheduling flexibility for employees to take their accrued vacation during the
calendar year in which they are entitled.

a. Anemployee may begin vacation on any day of the week.

b. At least twice annually upon written request, the Employer will schedule an employee’s regularly scheduled
days off at both ends of one or more weeks of vacation.

c. Anemployee may use a maximum of five vacation days in increments of one day or more; if the Employer
agrees, the employee may use more than five days in this way. Requests for a full week or more of vacation
may be given preference over requests for partial weeks.

d. Anemployee who is hospitalized while on vacation may substitute available sick leave for vacation for time
spent in the hospital.

e. Anemployee who has exhausted his/her vacation entitlement may “borrow” up to five days from the next
year’s entitlement to care for an ill dependent or a same-sex domestic partner as defined under the eligibility
requirement for the Employer health plan or for use during an unpaid short-term disability waiting period.

f.  Vacation not scheduled by the employee by August 1 of the year in which it is entitled may be scheduled by
the Employer as vacation time off within that same calendar year, with the exception that the Employer may
not schedule an employee’s final three days of their annual vacation allotment in the year in which it is
entitled.



g. Employees must use seventy-five percent (75%) or twenty-one (21) days, whichever is lesser, of their vacation
days carried over from previous years. Any such carried over vacation not scheduled by the employee by
March 31 may be scheduled by the Employer as vacation time off.

h. There shall be no forfeiture of vacation time under Section 1 (f) or Section 1 (g) of this Article should the
Employer fail to schedule the time. The Employer will consider any special or unforeseen circumstances that
may result in a need by the employee to reschedule the vacation, and permission to do so will not be
unreasonably withheld.

i. Managers must notify employees no later than December 1 that they may request vacation for the following
calendar year. Vacation requests made from the date of notification until March 31 will be scheduled on the
basis of seniority within an organizational unit, with seniority calculated based on the employee’s service
entry date. The seniority preference for vacation schedules shall not apply to carryover vacation. All vacation
requests after March 31 will be scheduled on a first-claimed, first-assigned basis.

j.  Employer shall make all reasonable efforts to accommodate employees who request their birthday as a
vacation day. Employees must notify the designated manager when requesting to use a vacation day on their
birthday.

k. Scheduled vacations may be rescinded only to meet bona fide news or staffing emergencies resulting from
unforeseeable and extraordinary news developments. If an employee’s scheduled vacation is rescinded, the
Employer shall:

i reimburse the employee for the cost of any non-refundable hotel or transportation deposits, fees or
tickets on behalf of the employee and members of his/her household who were traveling with the
employee, upon satisfactory proof of loss.

ii. allow the employee to reschedule the vacation by March 31 of the succeeding calendar year.

|.  Employees must make all requests for vacation to their organizational unit’s designated manager via email at
least three weeks in advance of the desired time off. The manager will communicate the approval or
disapproval to the employee promptly and will post an updated vacation selection schedule promptly so
employees will be aware which weeks remain available for selection. If the vacation selection schedule is
posted on AP’s computer system, it shall be available to all employees for inspection.

2. Full-time employees shall be eligible as of January 1 following the start of their employment for 13 days of vacation
with regular pay to be taken in that calendar year.

a. Upon completion of 3 months employment, newly hired employees shall receive three vacation days, plus a
pro-rated allocation of vacation days as provided below.

b. Employees shall be provided with additional vacation days upon reaching the service levels designated below:



After 3 months employment
in 2024
Hired in the month of Mini Pro- Tot In In In In
... 2024 mum rated al 202 202 202 20
5 6 7 28
January 3 10 13 13 18 18 23
February 3 9 12 13 18 18 23
March 3 8 11 13 18 18 23
April 3 8 11 13 18 18 23
May 3 7 10 13 18 18 23
June 3 6 9 13 18 18 23
July 3 5 8 13 18 18 23
August 3 4 7 13 18 18 23
September 3 3 6 13 18 18 23
October 3 3 6 13 18 18 23
November 3 2 5 13 18 18 23
December 3 1 4 13 18 18 23

c. Employees completing twenty years of continuous employment prior to July 1 in any year shall be eligible for
28 days of vacation with pay in that year and thereafter.

d. The provisions of this section take effect as of January 1, 2024.

3. Employees leaving the service of the Employer shall receive liquidation of accrued (pro-rata) vacation credit from
the preceding January 1 to date of termination of employment. Such “accrued” vacation credit shall be in addition
to the earned vacation to which the employee was entitled as of the preceding January 1. Employees entering the
service on or after January 1 in any year and whose services are terminated prior to the succeeding January 1 shall
be entitled to receive payment of accrued vacation on a pro-rata basis for the year involved.

Article 23 — LEAVES OF ABSENCE

1. The provisions of Article 29 (Outside Work), shall apply to all leaves of absence.

2. Applications for all leaves of absence under this Article shall be addressed in writing, with the reasons stated, to the
Department of Human Resources, at The Associated Press headquarters in New York, with a copy to be furnished to
the appropriate chief of bureau or department head. If granted by the Employer, such unpaid leaves shall not be
construed as breaks in continuity of service in the calculation of all benefits under this Agreement. Provided an
employee returns to work within nine (9) months of the date he/she commenced his/her leave of absence or within
the extended leave period permitted for parental leave under Paragraph 6 below or for sick leave under Article 25
(Sick Leave), then he/she shall be reinstated to the same or similar position in the same organizational unit at the
same business location.

Employees who have taken a fellowship or sabbatical leave(s) under Paragraphs 3 and 4 below and who return to
work beyond nine (9) months from the leave commencement date but prior to the maximum period permitted for
said leave may be reinstated to a comparable bargaining unit position. Employees must notify the Employer in writing
at least 60 days in advance of the expected return to work. Employees failing to return to work after the expiration of
the applicable maximum period for said leaves shall relinquish all reinstatement and seniority rights.

However, for purposes of Article 28 (Pensions), credit in service time spent on such leaves shall not be applied until



the employee granted such leave has returned to full-time work with The Associated Press and remains in the employ
of the AP for one year.

Unless otherwise provided by law, when an employee takes more than one leave of absence and/or sick leave
consecutively, or commences another leave within twelve (12) months of a prior leave, eligibility for reinstatement
rights under this Article and/or Article 25 (Sick Leave), will be measured and aggregated from the date the first leave
began. For the purposes of non-consecutive leaves within twelve (12) months, periods of Guild leave, sick leave
during which payments have been received from the Employer (as opposed to insurance benefits), and
compassionate leave will be excluded from the aggregate computation.

. Employees qualifying for the following fellowships and educational seminars shall be granted leaves for them
automatically, provided they notified the Employer’s Human Resources Department in writing at the time of
application for the fellowship/seminar:

a. Journalism Fellowship — The Associated Press-NORC Center for Public Affairs Research In partnership with
APME (University of Chicago);

b. Nieman Fellowships (Harvard University);

c. Kiplinger Fellowships and Knight Digital Media Fellowships (Ohio State University);

d. Freedom Forum Asia Fellowships Program for Journalists (University of Hawaii);

e. Knight-Wallace Journalism Fellowships (University of Michigan);

f. John S. Knight Fellowships for Professional Journalists (Stanford University); Alicia Patterson Foundation
Fellowships;

g. Knight-Bagehot Fellowship Program in Economics and Business Journalism (Columbia University);

h. Knight Science Journalism Fellowships (MIT);
i.  Woods Hole Oceanographic Institute Fellowship.

. After 10 years of employment, and at 10-year intervals thereafter, an employee shall be granted, upon request,
unpaid leave for a minimum of six (6) months and a maximum of two years with the expected duration of the leave
indicated at the time the request is made. A minimum of 90 days’ advance notice shall be provided in writing. A
minimum of 60 days’ advance notice of an employee’s return date will be provided to the Employer. Unless an
employee has received the Employer’s prior written approval to engage in specific work during a sabbatical leave, if
during such leave the employee works in the news industry, the employee shall be considered to have resigned or
retired, whichever is applicable, forfeiting any rights to return to his/her previous position under terms of this Article.

. In the event the employee is elected or appointed to any NewsGuild office or any successor international union, or in
the event the employee is elected to represent the Guild or any organization with which The NewsGuild is affiliated as
a convention delegate in connection with the business of his/her union, such employee shall be given a leave of
absence, without pay, should the employee request such a leave. In bureaus of fewer than 25 employees not more
than two employees need be granted such leaves at any time. Employees applying for such leaves will, except in
emergencies, give the Employer at least two weeks’ advance notice of such intention, and shall specify the expected
duration of such leaves. Any change in the expected duration shall be called to the attention of the Employer as soon
as possible.

a. Employees on a union leave of absence approved by the Employer shall be covered under the terms of the Life
Insurance and Disability insurance policies for six months after the start date of any such period of leave.

. Employees may take up to 18 months of parental leave—with pay for fourteen (14) weeks — within twelve (12)
months of the birth or adoption of a child. Employees will specify at the time the leave is requested the expected
duration of the leave and will provide 60 days’ written notice of their intent to return.



a. Primary adoptive parents will also be eligible for four additional weeks of paid leave to facilitate the placement
of the arriving child or children.

7. If the employee elects not to return at the end of a Leave granted under ther terms of this Article, such action shall
constitute a resignation. In the event of a transfer of a function, cessation of a function or reduction in force, an
individual on leave will have the same rights as other employees under Article 6 (Job Security).

8. Compassionate leave with pay of at least three (3) days shall be granted an employee in the event of a death in the
employee’s immediate family, which includes mother, father, step parent, husband, wife, son, daughter, step child,
brother, stepbrother, sister, stepsister, grandparent, grandchild, mother-in-law, father-in-law, sister-inlaw, son-in-
law, daughter-in-law, brother-in-law or great-grandparent; in the event of an employee’s or an employee’s
spouse/partner’s miscarriage; or in the event of a family emergency. Compassionate leave of one day shall be
provided to attend the funeral of an aunt, uncle, niece or nephew, provided it does not fall on a regular scheduled day
off.

Article 24 — MILITARY SERVICE

. Any employee who is or has been required to leave his/her post to serve or train with the United States military
services or adjuncts or other services which fulfill his/her obligation or who volunteers or has volunteered for such
service, shall be deemed to be on leave of absence without pay and shall upon termination of such service be
entitled to reinstatement to employment in accordance with the Uniformed Services Employment and
Reemployment Rights Act and any other applicable federal laws.

. Any employee who has been on such leave and who has complied with the foregoing conditions but is incapable of
resuming employment because of physical or mental disability shall be paid his/her dismissal indemnity at the rate
to which the employee would have been entitled had the employee resumed his/her job.

. Any employee returning from military service shall be employed at the minimum salary for his/her years of
experience in his/her classification prevailing at the time of the employee’s return, or at the salary he/she received
at the time of entering the service, plus all general increases granted during the employee’s absence, whichever is
higher. Employees returning to the service of the Employer under the foregoing conditions shall receive full
experience credit for the time they were on such leave.

. Any employee who has been on such leave and has returned to duty shall be credited with the experience rating to
which his/her salary applied.

. Dismissal indemnity rating and other rights under this Agreement will be unimpaired; and the period of absence on
military leave shall be considered service time with the Employer in computing dismissal indemnity credit, vacations
and sick leave.

Any employee leaving for military service as herein described shall receive the proportionate amount of vacation
pay or time to which he/she is entitled at the time the employee begins such leave.

. Vacations for employees returned from military service of a year or more will be granted as follows:

a. Effective January 1 of the year following their return from military leave, such employees will be placed
on a calendar year basis, their accrued vacation credit being computed pro-rata for the period between
their return from military leave and the following January 1. For purposes of such computation,
fractions of a month shall be considered a full month. Employees who have not earned as much as five
days’ vacation under the pro-rata formula above, shall be granted enough time to complete one week’s



7.

8.

10.

vacation. This additional vacation grant shall not be counted as accrued vacation in calculating vacation
credits due an employee in the event of termination of the employee’s service. In succeeding calendar
years their vacation credits shall be the same as for other employees of like service.

b. Such employees returning to the service of the Employer before May 1 in any year shall be eligible to
take one week’s vacation upon completion of five months of continuous employment; in the year
following their return they shall receive the balance of their accrued vacation, which shall not be less
than a week.

The foregoing provisions need not apply to an employee dishonorably discharged from military service.

An employee promoted to take the place of one entering such service may, upon the resumption of employment by
such employee, be returned to his/her previous position and salary, but at not less than the then current minimum
for that position. Any employee so promoted, and while such promotion is temporary, shall continue to receive
credit for his/her employment in the experience rating in which the employee is classified. In the event of a
subsequent permanent change in employment, and consequent change of classification, the employee shall receive
full credit in his/her experience rating in such new classification for the period in which he/she already has been
engaged in such new classification.

. The provisions of this military service Article do not apply to replacement employees hired by reason of absence

granted to regular employees for such service, but these replacement employees otherwise shall be covered by all
provisions of this Agreement. Employees hired as military replacements shall receive dismissal pay if released
because of the return of an employee from military service.

Any employee with more than one year of continuous service, whose military obligation demands attendance at a
summer encampment or full-time training exercise or brief National Guard duty which in total would not exceed
nine (9) weeks each year (or actual time, if shorter) would receive for the first three weeks of such service the
difference between his/her military pay and allowances and his/her Associated Press salary, if the latter is higher.
The foregoing applies only to reserve programs of the United States Army, Navy, Air Force, Marine Corps, National
Guard or Coast Guard.

Article 25 — SICK LEAVE, SHORT-TERM DISABILITY AND LONG-TERM
DISABILITY BENEFITS

Annual Sick Leave: All full-Time employees receive twelve (12) days of sick leave each January 1st for use during the
calendar year in the event of personal illness or injury which requires an absence from scheduled work. Newly hired
employees shall be entitled to a pro-rated number of sick days, which shall be equivalent to the number of full months
remaining in that calendar year. Part-Time employees who work at least fifteen (15) hours per week are entitled to this

sick leave benefit on a pro-rated basis.

An employee who anticipates an absence from work due to illness must notify his/her supervisor at least one (1)
hour prior to the commencement of his/her shift in order to be eligible for sick leave pay, unless a reasonable excuse
is provided for the employee’s inability to provide such advance notice.

Sick leave will be paid at the employee’s regular rate of pay, provided the employee has informed his/her supervisor
or manager of the absence and authorized the absence to be appropriately recorded in the Employer’s time and
attendance system.



c. Unused sick time may not be accumulated or carried over beyond the calendar year, may not be converted to a cash
benefit and is not payable upon termination of employment for any reason.

d. The Employer may request the employee to provide documentation from a health care provider if he/she is absent
due to illness or injury for three or more consecutive days.

e. Any benefits that may be available under the New York City Earned Sick Time Act to full time employees and to part
time employees who worked at least fifteen (15) hours per week are waived in exchange for the benefits provided
under this Article. New York City Earned Sick Time benefits are waived for part-time employees working fewer than
fifteen (15) hours per week, provided they receive “comparable benefits” under this Agreement.

f.  Employees may use sick leave for care of a dependent child within twelve (12) months of his/her birth or adoption
and for the care of an ill family member as specified in the Family and Medical Leave Act (FMLA).

2. Short Term Disability Benefit: After completion of ninety (90) days of employment, all full-time employees are entitled to
a short-term disability benefit after a period of absence from work for seven (7) consecutive calendar days (five (5)
consecutive work days) because of illness, injury or disability, including injuries or illnesses related to employment
and/or pregnancy. For purposes of this Article, the phrase “absence from work for seven (7) consecutive calendar days”
includes regularly scheduled work days and regularly scheduled days off that occur during that period. Upon completion
of one (1) year of employment, part-time employees who work at least fifteen (15) hours per week shall be entitled to
pro-rated short-term disability benefits. Short-term disability benefits are based upon an employee’s prior years of
service with the Employer and shall continue for the actual length of the short-term disability(ies) occurring during any
period of fifty-two (52) consecutive weeks, up to the maximum benefit, in accordance with the following schedule:

Years of Service Weeks at 100% Salary Weeks at 60% Salary
0-1 1 24
1-2 2 23
2-5 4 21
5-10 6 19
10-15 10 15
15-20 14 11
20-25 18 7
25+ 25 0

*Employees who have not completed twenty (20) or more years of service prior to December 1, 2008, will be eligible only
for those benefits provided in accordance with the above schedule. Only those employees who have completed twenty (20)
or more years of service prior to December 1, 2008, will be eligible for benefits in accordance with the following schedule:

Years of Service Weeks at 100% Salary Weeks at 60% Salary
20 20 5
21 21 -
22 22 3
23 23 2
- 24 24 1
25 25 0




a. Inthe event that an employee has completed twenty (20) or more years of service prior to December 1, 2008 and
has a disability that exceeds twenty-six (26) weeks, then only those employees will have a maximum benefit period
of 100% of salary for the same number of weeks as his/her completed years of service beyond twenty-six (26) prior
to the onset of the disability but will not receive any further reduced benefit at 60% of pay, unless he/she is eligible
for an LTD benefit. If an employee is determined to be eligible for the LTD benefit (described in Section 3 below)
upon conclusion of the 180-day elimination period, then the Employer will coordinate and subrogate the LTD benefit
with any STD benefit that may be payable under this Article for a period of more than twenty-five (25) weeks.

b. The short-term disability benefit payable by the Employer shall be the difference between the statutory or insurance
benefit payable to the employee and the regular weekly salary benefit specified in the above schedule. Accordingly,
the Employer shall coordinate the short-term disability benefit herein with any benefit payable to the eligible
employee in accordance with law, workers’ compensation insurance, or short-term disability insurance. Additionally,
the Employer has the right to subrogate its payments under this Article and/or to receive reimbursement from any
insurance or statutory benefits payable to the employee in order to avoid a duplication of benefit. In the event that
applicable law requires a payment to an employee in excess of the benefit specified in this Article, then the
employee shall be paid the greater amount required by law.

c. The maximum amount of short-term disability benefit payable to and/or remaining available for use by any eligible
employee shall be determined by looking back fifty-two (52) consecutive weeks from the date of the request for
benefits.

d. An employee may use sick leave benefits or, if exhausted, accrued vacation, personal or CTO time, to the extent
available, during the initial seven (7) calendar day (five (5) consecutive work day) period of any disability. In the
event an employee becomes eligible for retroactive workers’ compensation lost wage benefits for that period, then
his/her sick leave shall be restored by the appropriate number of days. Short-term disability benefits will be resumed
according to the above schedule and subject to the above conditions without an additional seven (7) calendar day
(five (5) consecutive work day) waiting period if an employee has a recurrence of the same disability within ninety
(90) calendar days of his/her last day of disability.

e. The Employer will use a third-party consultant to administer its short-term disability benefit program in order to
ensure consistent application and compliance with privacy and nondiscrimination laws. The third-party consultant
shall determine claims in accordance with the terms of the plan and shall not decide any claim in an arbitrary or
capricious manner. Accordingly, short-term disability benefit claim determinations may be submitted to arbitration,
in accordance with Article 5 (Arbitration) of this Agreement, in order to determine whether such decisions were
made in compliance with those requirements. Employees must complete all necessary forms and must submit
medical information as required by the third-party consultant in order to remain eligible for the short-term disability
benefit.

f. Nothing within this Article entitles an employee to receive more than one (1) day of pay for any one (1) day of
absence due to a disability.

g. In order to remain eligible for benefits, employees must inform their supervisor or manager of the absence and
authorize the absence to be appropriately recorded in the Employer’s time and attendance system.

Long-Term Disability: The Employer has established a long-term disability insurance policy, which is administered by a
third-party administrator and is available to those regular employees who have completed at least ninety (90) days of
employment and who work thirty (30) or more hours per week. A disabled, injured or ill employee, who has been
disabled for more than six (6) months and who meets plan eligibility requirements, will receive a payment equivalent to
sixty (60) percent of his/her regular salary, in accordance with the terms of the long term disability plan. The maximum
payment is $45,000 annually, based on the plan’s salary cap of $75,000. The maximum payment is subject to reduction
by any payments received by the eligible employee from Social Security, the Employer or workers’ compensation. At
normal retirement age according to the Social Security Administration, long term disability benefits will cease unless
otherwise required by law.



4. Reinstatement Rights: The Employer shall not be obligated to return any employee to a job if the employee has been on
a disability leave for more than three (3) years for any medical reason(s) related to an approved workers’ compensation
injury or illness. The Employer shall not be obligated to return any employee to a job if the employee has been on a
disability leave for more than two (2) years when the leave is for any other approved medical reason(s). Subject to the
foregoing provisions, an employee shall be entitled to return to a comparable position, provided the employee remains
qualified to perform the essential functions of the job, with or without reasonable accommodations.

5. No deductions shall be made for sick leave or short-term disability payments from dismissal indemnity or from overtime
credited or to be credited to the employee.

6. For aslong as the federal Family and Medical Leave Act (FMLA) is in effect:

a. Allsick leave or short term disability benefits paid under this Article shall be considered FMLA leave to the
extent that it involves a serious health condition and provided that the employee meets the Employer’s
medical certification requirements.

b. The Employer or its third-party administrator may seek medical certification for FMLA absences under this
Article. (In certain circumstances, a single certification from a health care provider will cover intermittent
absences due to a single serious health condition). Any medical certification required under this Section
will not exceed FMLA regulations.

c. It is understood and agreed that any right to benefits or leave provided under this Article shall be used
and will be credited concurrently with and not in addition to any right provided under the FMLA and other
federal law or state law on family, parental or compassionate leave (except bereavement leave).

7. The Employer and the Guild agree that all practical steps should be taken to guard against the filing of improper claims
under the sick leave and short-term disability benefits detailed in this Article. In the event the Employer requires
documentation to guard against fraud, the Employer shall inform the Guild of that requirement. Any employee who
produces a fraudulent health care providers’ note or makes a fraudulent claim of illness shall be subject to discharge.
Such situations shall be considered gross misconduct and dismissal indemnity need not be paid.

8. Notwithstanding her prior years of service, an employee who experiences a short-term disability because of pregnancy
will be entitled to a minimum benefit of eight (8) weeks of short-term disability benefits at 100% of salary subsequent to
the birth of the child or children. If the employee remains disabled at the conclusion of the eight (8) week period
following delivery, then benefits shall be paid according to the employee’s actual years of service and the schedule
provided in Section 2 above.

Article 26 — GROUP HEALTH AND DENTAL

1. For the life of this Agreement, the Employer agrees to offer eligible bargaining unit employees group health and dental
plan benefits according to the provisions of this Article. Newly hired employees will be eligible for enrollment in health
and dental plan benefits from their first day of employment.

2. Enrolliment and contribution authorization. To receive any of the benefits specified in this Article, an employee must
enroll in the desired group health or dental plan and must authorize in writing that the Employer may deduct the
appropriate contributions required for participation in that plan from his/her wages. Employees may enroll in the health
plan with or without enrolling in the dental plan, and may enroll in the dental plan without enrolling in the health plan.

3. Restrictions for spousal/partner participation when health plan benefits are available through third-party employment.
An employee’s spouse or domestic partner whose employer offers group health insurance that meets the Affordable Care
Act (“ACA”) Employer Mandate Standards (both minimum value and affordability) is not eligible to participate in primary



coverage under the AP’s plan. Spouses/partners who are not employed, or who are not eligible for third-party employer
coverage, or whose third-party employer coverage does not meet ACA Employer Mandate Standards may enroll for
primary coverage in AP’s plan. On or before the conclusion of the open enrollment period, any employee covering a
spouse/partner under the AP’s plan must provide the AP with a copy of the annual exchange notice required under the
ACA that his/her spouse’s/partner’s third-party employer coverage is not expected to meet the ACA Employer Mandate
Standards or that his/her spouse/partner is not eligible for such coverage. In the event that the third-party employer has
not provided a notice to the spouse/partner, then the employee must submit a written acknowledgement to the AP on
the third-party employer’s letterhead that specifies it does not offer a plan that meets the affordability and minimum
value coverage standards under the ACA. Spouses/partners providing written confirmation of primary coverage
enrollment in a third-party employer’s plan may enroll for secondary coverage in AP’s plan (i.e., third party employer plan
pays first).

4. Wellness Program. Employees must have complied with all Wellness Program requirements or will be assessed a $50
monthly surcharge, in addition to the monthly employee contributions specified in Section 6, to participate in an AP group
health insurance plan. In order to avoid the surcharge, all three Wellness Program participation steps must be completed
by March 31 of each year. The annual participation steps are as follows:

a. Employee completes a biometric screening, with results reported to AP’s wellness administrator;

b. Employee completes a confidential on-line personal health profile; and

c. Employee consults with a Wellness Program health coach at least once.
The surcharge will first become effective on April 1. If an employee has not completed the three Wellness Program steps
during the 12 month period concluding March 31, then the employee will be assessed the surcharge on April 1 for the
next 12 month period.

5. AP Sponsored Group Health and Dental Plans

a. The design summaries for the Employer’s group health and dental plans are as follows:

Premium Plan Basic Plan

In Network Out-of-Network In-Network Out of Network

Individual/Family  [Individual/Family Individual/Family Individual/Family

Deductible $500/51,000 $1,000/$2,000 5900/51,800 $2,100/54,200

Coinsurance 85% 60% 75% 60%

Out-of-pocket
maximum

(deductible and Rx  [$2,400/$4,800 $4,000/$8.000 $3,400/$6,800 $6,500/$13,000
add up to OOP)

In-patient Hospital [You pay: $200 copay|Plan pays 60% You pay: $200 copay, [Plan pays 60%
then deductible, then deductible,
coinsurance coinsurance

Office Visit You pay $30 PCP Plan pays 60% You pay $30 PCP/ Plan pays 60%
$45 Specialist S45 Specialist

Emergency Room (5150 copay 5150 copay 5150 copay 5150 copay




Retail Rx Mail order Rx
Generic Rx $10 copay $20 copay
Brand Rx 20% (minimum $30, maximum $100) 20% (minimum $60, maximum $200)
Non-Preferred 30% (minimum $50, maximum $100) 30% (minimum $100, maximum $200)

Limited Retail Network: Walgreens, Wal-Mart, Duane Reade are excluded from the retail network.

Mandatory Rx Mail-order and generics

National preferred formulary adopted

No coverage for compound drugs.

Vision In Network: Out of Network
Vision Exam/Lenses/ You pay $20/$20/Plan pays up to Plan pays up to $40/S40-$80/Plans pays up
Frames (Contacts in $175 to $45.
lieu of Lenses)
High Deductible Health Plan w/Health Savings Account !
HDHP with HAS

In Network Out of Network
Deductible (Individual/Family) $1,400/$2,800 $2,800/$5,600
Coinsurance, you pay 20% 40%
Out-of-Pocket Maximum
(Individual/Family) $6,750/$13,500 $13,500/$27,000
Inpatient Hospital 20% 40%
Emergency Room 20% 40%
Office Visits 20% 40%
Preventive Visit no cost when in-network 40%

HSA Contribution Limits (no AP
contribution)

$3,550/$7,100

Catch up $1,000
Prescription Drugs

Retail:

Generic 20%
Formulary 20%
Non-Formulary 20%
Mail Order:

Generic 20%
Formulary 20%
Non-Formulary 20%

1Subject to IRS regulations




b. The design summaries for the Employer’s Dental plans are as follows:

Major Provisions Premium Basic
Non orthodontics Out of Out of
In Network | Network | In Network Network

Deductible Individual/Family $100/$200 $100/$200
Maximum Unlimited $1,000 |  $750
Diagnostic: Periodic Oral Evaluation

1 time per 6 months 100% 100% 100% 85%
Preventive Cleanings: 1 time per 6 months 100% 100% 100% 85%
Basic General/simple extractions/oral

surgery 80% 80% 70% 55%
Major Inlays/Crowns - frequency limits

apply 50% 50% 40% 30%

Orthodontics

Eligibility requirement

Child up to age 19 or 23
if unmarried, full time

Child up to age 19 or 23 if
unmarried, full time

student student
Maximumm $1,000 Per Person per $1,000 Per Person per
lifetime lifetime
Diagnosis to correct
misalighment of the teeth 50% 50% 40% 40%

c. The following provisions and restrictions will apply to the plans:

i.  Medical Plan Benefits: Medical and prescription out-of-pocket expenses will be aggregated annually for
purposes of determining whether a participant has satisfied the annual out-of-pocket maximum under
the applicable plan. Behavioral Health Claim Benefits will have full case management. Applied Behavioral

Analysis Therapy (ABA) is included.
ii.  Prescription Drug Benefits: Smoking cessation products will be included within the schedule of benefits

for the prescription drug program, subject to applicable co-pay.

Prior Authorization

Physician must submit qualifying medical criteria to allow for utilization of
medication within the following classes: ADHD/Narcolepsy; Antiobesity;
Paid/Topical; and Testosterone.

Safety & Monitoring
Solution

Letter-based clinical intervention program designed to curb misuse of overuse of
controlled substance medications (poly-pharmacy, polyphysician and total # Rx
triggered).

Mandatory Mail

Program allows for two fills at a retail pharmacy before requiring participants to use
the mail order for subsequent refills. (An additional fill will be allowed for the first

time an individual is denied the prescription).

Mandatory Generics
Program

When members, or their physicians, request a brand when a generic is available, the
member will pay the generic co pay plus the difference in ingredient cost between

the brand and generic.

Limited Retail Network

Excludes some chains including Walgreens, Duane Reade and Wal-Mart.




iii. Sexual and Reproductive Care. Sexual and reproductive care services will be included within the schedule
of benefits for the medical insurance program, subject to applicable co-pay.

iv. Travel Expenses. If covered medical services are not available by law within 100 miles of the employee’s
business location, the employer will reimburse travel expenses of up to $1,500 per incident. This limit
includes lodging expenses of no more than $100 per day for the covered member and $100 per day for a
travel companion. Any reimbursement beyond IRS limits is subject to taxation as income.

6. Medical Plan Limits

a.

7. Employee plan contributions

Limits on the following services:

i Chiropractic
ii.  Therapies

iii. Home health care/private duty

iv.  Skilled nursing facility

V. Mental Health Substance Abuse
Vi. Emergency Room visit benefits

paid for emergencies only

30 visits per year

30 visits per year

120 visits per year

120 visits per year

Under mental health parity effective 2011, visit limits

a. Medical plan contributions. Employee contribution rates become effective upon contract ratification and remain
unchanged through the expiration date of this Agreement.

Premium Since 2022 2024 2025 2026
Employee Only $210 $210 $210 $210
Employee + Spouse $578 $578 $578 $578
Employee + Child $337 $337 $337 $337
Employee + Children $553 $553 $553 $553
Employee + Family $848 $848 $848 $848
Basic Since 2022 2024 2025 2026
Employee Only $138 $138 $138 $138
Employee + Spouse $358 $138 $138 $138
Employee + Child $209 $209 $209 $209
Employee + Children $331 $331 $331 $331
Employee + Family $526 $526 $526 $526
High Deductible / HSA Since 2022 2024 2025 2026
Employee Only S77 S77 S77 S77
Employee + Spouse $204 $204 $204 $204
Employee + Child $120 $120 $120 $120
Employee + Children $189 $189 $189 $189
Employee + Family $300 $300 $300 $300




b. Dental Plan Contributions. Employee contribution rates become effective on upon contract ratification and remain
unchanged through the expiration date of this Agreement.

Premium Since 2022 2024 2025 2026
Employee Only S16 S16 $16 S16
Employee + Spouse $43 S43 $43 $43
Employee + Child $25 $25 $25 $25
Employee + Family $63 $63 $63 S63
Basic Since 2012 2024 2025 2026
Employee Only S9 S9 $9 S9
Employee + Spouse $23 $23 $23 $23
Employee + Child $13 $13 $13 $13
Employee + Family $33 $33 $33 $33

Article 27 — LIFE INSURANCE

. The Employer agrees during the term of this Agreement to provide for eligible employees, including those working
for the AP after age 65, life insurance equal to approximately 1% times annual salary with the usual and customary
double-indemnity rider for accidental death. The coverage amounts are detailed in the accompanying Schedule of
Insurance.

. Upon retirement, non-contributory life insurance will be provided for employees participating in the life insurance
plan as follows:

a. To the extent permitted by law, the group life insurance (provided for retirees on the pension rolls)
will be provided by and at the expense of the Employer in an amount of $10,000 for life.

. All new employees shall be eligible for enrollment under the group life insurance plan after three months of
continuous employment.

. Employees may buy supplemental insurance from one to five times annual salary (subject to plan limits), as well as
spouse and/or child insurance coverage of $20,000 and $4,000 respectively.

SCHEDULE OF
LIFE INSURANCE

Annual Salary Coverage

$4,000 and above (to nearest whole thousand) $1,500 for each $1,000 in base salary

Article 28 — PENSIONS

Subject to the below provisions of this Article, which provide for a freeze of the Defined Benefit Pension Plan (“DB Plan”)
on June 30, 2011, the Employer agrees for the life of this Agreement, to maintain without contribution from any
employee, a DB Plan for eligible employees covered under this Agreement. Notwithstanding any other provision of this
Article, effective June 30, 2011 (the Freeze Date), said DB Plan was “frozen” with respect to future accruals attributable




to service and salary earned on and after July 1, 2011. Accordingly, no employee or DB Plan participant shall accrue or be
eligible to accrue service and/or salary credit for any period of service on and after July 1, 2011.

The freeze does not change the application of interest to historical employee contributions made to the DB Plan when
the plan was contributory. All funds contributed to the DB Plan by the Employer to provide pension benefits shall remain
in the DB Plan and may not be withdrawn by any employee upon termination of his/her employment. However, any
funds contributed by the employee or, by the Employer on the individual employee’s behalf as employee contributions
prior to January 1, 1978, shall be refunded to the employee, to the extent permitted by law, at the employee’s written
request upon termination of employment for any reason.

No employee, while remaining in the employ of the Employer, shall have the right to withdraw any contribution made
by the employee or by the Employer on the employee’s behalf prior to January 1,1979.

In the event that the Guild shall cease to be the bargaining representative for any employee, by reason of the
employee’s assignment to duties other than those that are within the scope of this Agreement, such employee’s
participation in any pension plan that has been established and maintained by the Employer under this Agreement shall
cease upon the date of such assignment, provided, however, that any pension benefits that have theretofore accrued to
such employee under such pension plan shall not be affected thereby.

On July 1, 2011, the Employer moved employees participating in the DB Plan on the Freeze Date from the frozen DB Plan
into the Defined Contribution Plan (“DC Plan”). Effective July 1, 2011, employees who previously participated in the DB
Plan on the freeze date will receive a 6% annual Employer contribution. Such employees will be eligible for an enhanced
transition benefit contribution in the DC Plan based on years of service with the Employer for eight (8) years after the
Freeze Date. Accordingly, the eight (8) year transition period shall commence July 1, 2011 and shall conclude June 30,
2019 (“Transition Period”).

The enhanced transition benefit contribution is as follows:

Employees participating in the DB plan on the Freeze Date, who have 10 or more years of service as of the Freeze Date,
will receive an extra 2% annual Employer contribution to the DC Plan during the Transition Period.

Employees who participated in the DB Plan on the Freeze Date with fewer than 10 years of service as of the Freeze Date
will receive an extra 1% annual Employer contribution to the DC Plan during the Transition Period, but will then receive
an extra 2% annual Employer contribution, rather than an extra 1% annual Employer contribution, in all years after
attaining 10 years of service during the Transition Period.

The Employer agrees that the enhanced transition benefit contribution provisions of this Article survived the August 31,
2013 expiration of the predecessor Collective Bargaining Agreement, shall remain an obligation for the Employer, and
shall not be subject to renegotiation, through the conclusion of the Transition Period on June 30, 2019.

Employees participating in the DC Plan on the Freeze Date were moved into the 6% DC plan. Such participants receive a
6% annual employer contribution effective July 1, 2011, but do not receive an enhanced contribution or transition
benefit.

All employer contributions to the DC Plan made pursuant to this Article, shall be made quarterly.

Effective June 30, 2011, the Employer eliminated the matching contribution provisions of the 401K Retirement Savings
Plan for all employees covered by this Agreement. Effective July 1, 2011, the Employer agrees to continue the current
qualified 401(k) Retirement Savings Plan, which permits participants to contribute a portion of salary on a tax-deferred
basis, without any matching contributions from the Employer. Employees will be able to contribute to the 401(k) plan as
soon as administratively feasible after date of hire.

The DC and 401k Plans are subject to federal, state and local laws and regulations, as well as Plan limits and procedures,



except that such plan limits and procedures shall in no way undermine or supersede the terms of this Agreement.
Effective January 1, 2020, The Associated Press will consolidate its three (3) defined benefit pension plans -
Administrative, Editorial and Technology (CWA) - into a single plan, which shall be known as “Associated Press
Consolidated Retirement Plan.” There will be no change in the value of pension benefits because of this consolidation.
Moreover, for the term of the Agreement, the Employer will not amend the terms of the Plan, except it may do so
without negotiation when a change to the Plans is required by law.

Article 29 — MISCELLANEOUS

. Bulletin Boards. The Employer agrees to provide bulletin boards suitably placed in all bureaus and departments, in
which employees covered by this Agreement are employed, for the exclusive use of the Guild. The Employer further
agrees that employees may use the Employer’s email system to communicate with the Employer and the Guild
concerning grievances arising under this Agreement.

. Jury Duty. Employees called to serve on juries shall be excused from assigned hours on any day they report for jury
duty and shall receive their regular salaries, including applicable differentials, during periods of such jury service, less
the jury pay. If notice of a pending jury service is given to the employee’s manager at least three (3) weeks in advance,
the manager will arrange the employee’s regular work schedule to coincide with jury service. If notice is not provided
three (3) weeks in advance, the employee’s posted work schedule will remain in effect although the employee will not
have to report to work on the days she/he is scheduled for jury service. If the absence of an employee would create a
hardship on the Employer, the Employer may seek to have the employee excused.

. Voting Time. An employee required to work on election day shall be given time off to vote if his/her working hours are
such as to prevent the employee voting outside his/her working hours.

. Employee Assistance Program. The company reaffirms its intention to continue the sponsorship of an Employee
Assistance Program for all AP employees and their families. The Guild will be notified of any meetings of the EAP
advisory committee and will be invited to attend.

. Dependent Care Program. The Employer agrees to maintain for all eligible employees a qualified tax-exempt
Dependent Care Program. The plan, which is subject to federal, state and local tax regulations, currently permits
participants to set aside on a tax-deferred basis up to a salary amount allowed by federal law to be used to pay for day
care costs for their children or for disabled parents. Employees who miss the annual enrollment deadline forfeit
participation in the plan until the following year’s open enrollment period. New hires can enroll within 31 days of hire.
All employees may enroll/change their election within 31 days of the birth or adoption of a baby.

. Four-Day Workweek. The Employer and an employee may, by mutual agreement, implement a four-day workweek,
subject to the following conditions:

a) The employee will work the appropriate total number of hours per week as set forth inArticle 18 (Hours, Overtime
and Work Schedules) of this Agreement.

b) The work time will be spread equally over four days instead of five.

¢) Hours worked in excess of the workweek will be compensated at time-and-a-half, as in Article 18 (Hours, Overtime
and Work Schedules) of this Agreement. An employee working a four-day week shall be entitled to daily overtime
pay for work in excess of 25 percent of the contractual definition of a week’s work.

d) Every attempt will be made by the Employer to give an employee working the four-day week three days off in a
row. If this is not possible on a given schedule, management is not restricted from splitting the three days off, but
no employee will be scheduled onto a separate trick for any of his/her four days (for example, from day or night to
overnight).

e) Employees who have agreed to work a 4-day week shall receive the same paid time off benefits specified in this
Agreement for vacation and sick/short term disability leave as employees who work a 5-day week, and shall



7.

10.

11.

12.

13.

receive a pro-rated paid time off day for a holiday or personal day. In the event such an employee works on a
holiday, he/she shall receive premium pay for all hours worked on the holiday.

Job Sharing. If agreeable to the company and the employees involved, after consultation with the Guild, employees may
share regular AP jobs subject to the following conditions:

a) Each employee shall work on the days scheduled for him or her. The scheduled workdays ofthe employees shall be
established with the consent of the Employer and shall not be altered except by consent of the Employer.
b) Wages of the employees shall be pro-rated according to the number of days worked.

c) Provided a job share participant works fifteen (15) or more hours per week, he/she shall be entitled to enroll in the
Employer’s group health insurance program subject to the same terms and conditions as a full-time employee.

d) Except for group health insurance, the Employer shall not be compelled to pay more than the equivalent of 100%
of one employee’s benefits.

e) The Employer shall not be compelled to find a job-sharing partner for one individual who wants to share ajob.

f) In the case of two regular employees who want to share a job during the period, a temporary may be hired to
replace one of them in a full-time position during the term, with the understanding that the temporary would
leave the staff with due notice if the job-sharing was terminated and both regular employees wanted to return to
full-time positions.

g) Either the employer or any participant may revoke its agreement at any time with at least six (6) weeks’ notice.

. Parking, Public Transportation Vouchers. The Employer will continue in the tax-advantage program for parking and/or

public transportation as long as it remains allowable under federal law.

. The Guild shall designate one member of its Human Rights Committee to be the Chairperson who will meet with the

Employer twice a year to share ideas. The Chairperson shall suffer no loss or reduction in regular wages and/or
benefits because of time spent in meetings with the Employer, or while attending related training seminars presented
by the Employer. All other expenses related to attending such meetings will be the sole responsibility of the Guild.

Employee Monitoring. The Employer uses electronic employee access control systems for lawful business purposes
and to assist in the safety and security of the AP’s business systems and premises. Electronic card entry, electronic
keypad entry, video cameras, and computer sign-on, sign-off records will not be used as “time clocks” for the purpose
of logging, tracking, or recording hours worked by an employee.

Business Systems/Use of Computers, Networks and Internet Access (“Business Systems” hereinafter). The Employer
will not use its Business Systems to access or monitor an employee’s private computer but reserves the right to
monitor electronic traffic and/or communication to and from AP’s Business Systems, in accordance with the Business
Systems Policy.

The Employer will replace damaged or stolen cell phones, cameras, laptops and/or digital recorders of Guild
employees if the damage or theft occurred during the course of work for the Employer and if the equipment was
required for the assignment. Employees should use Employer equipment instead of personal equipment whenever
such equipment is available. (If the employee chooses to use their own equipment when Employer equipment is
available the damage or theft is not covered.) No employee will be required to use personal property on assignments.

Lock Boxes. The Employer shall not require any employee to install a “lockbox” or similar security device within a
personal vehicle. When mutually agreeable, the Employer will reimburse an employee for approved costs for
purchase and installation of a lockbox or similar security device.



Article 30 — HEALTH & SAFETY

The Employer will continue its policy of striving to provide properly lighted, ventilated, and heated/air
conditioned work areas and to reduce noise to at least the standards of the Occupational Safety and Health Act of
1970 (OSHA).

The Employer will furnish an employee all protective devices necessary to perform their job. The Employer will,
within limits of its direct control, ensure employees’ safe passage on streets, parking lots and other areas near the
office.

The Employer, upon request, will meet with the Guild to discuss health and safety considerations, including
quarterly meetings on a national level to discuss the continued operation of a companywide program on RSl and
work-related musculoskeletal disorders (WMSDs) awareness and prevention and treatment as detailed in items 7
and 8 below.

The Employer shall abide by all federal, state and local laws respecting the health and safety of its employees.

The Employer will maintain a policy of providing regularly scheduled routine maintenance on equipment used by
employees in the performance of their duties.

Employees covered by this Agreement shall not be required to repair equipment.

The Employer and the Guild recognize that it is important to make the staff aware of the need to perform its work
in a manner that does not increase exposure to injury.

The Employer will maintain a training program on the proper use of video display terminals, as well as the lifting
and carrying of photographic, video and/or audio equipment. Attendance at such classes will be mandatory. The
Employer will quarterly provide the Guild with a report on the types, level and location of training.

AP agrees that its managers will be instructed to be aware of RSI and WMSDs, to help the staff prevent injuries
and to notice signals of developing problems so proper treatment can be obtained. Likewise, members of the staff
must maintain good work habits to avoid RSI, WMSDs and other injuries.

As part of a continuing program to provide a workplace free of RSl and other injuries, the AP will: (

a) Meet annually with the Guild and a nationally recognized health organization or consultancy to provide
managers and staff with the latest information about the prevention and treatment of RSI, WMSDs and
about proper workstation design, including fully adjustable CRTs, keyboards, CRT stands and chairs, as well
as injuries resulting from the lifting and carrying of equipment.

b) Provide each employee with information regarding such injuries, including (but not limited to) fact sheets,
booklets and description of useful exercises designed to help prevent the problem. The AP will ensure that
all control bureaus have access to an electronic media presentation on RSl and ergonomics (including the
lifting and carrying of equipment) which will be available to everyone.

¢) Provide new employees with information concerning such injuries as part of the normal orientation process.

d) When new information on RSI, ergonomics and the lifting and carrying of heavy equipment becomes
available, or when there are changes in bureau locations, or new work environments are created, the
Employer will schedule instruction by trained instructors, if requested, which will occur at the control
bureau on one (1) occasion. This instruction will be provided on company time and will include information
on (but not limited to) the following topics:



How to seek medical treatment, including diagnostic examinations, through workers’ compensation
and/or the AP’s health insurance plan. AP will assist employees with the filing and processing of their
workers’ compensation claim forms to expedite claims payments.

Musculoskeletal problems associated with improper CRT use, and the lifting and carrying of heavy
equipment, and the importance of proper and continuous readjustment of workstations and other
techniques to prevent such problems.

The company will continue its policy of working with anyone having difficulty with or desiring specific
ergonomic equipment and for workstations to be reconfigured to prevent or help alleviate RSI. This
policy will include, but not be limited to, adding special wrist and footrests, telephone headsets,
height- adjustable chairs, height and angle-adjustable CRT screens, anti-glare protection and copy
stands. Photo and video-related equipment will include, but not be limited to, lightweight cameras,
laptops, and batteries; laptop stands; backpacks; harnesses; belts; belt packs; carrying cases; and
rolling carts.

The company’s policy is that employees are not required to remain at workstations for unreasonable
periods of time without taking breaks and that such breaks are encouraged and should be part of their
routine. Employees have the flexibility to take breaks of the number and length they feel necessary to
give their eyes and bodies adequate rest.

e) As part of the continuing RSI-prevention program, and to prevent injuries resulting from the lifting and

carrying of equipment, the AP also will bring in ergonomics professionals, including the company’s workers’
compensation insurance carrier, as necessary, to evaluate AP business locations and to work directly with
staffers who may be experiencing such problems.

9. The Guild shall designate one member of its Health and Safety Committee to serve as Health and Safety
Coordinator. The Guild’s Safety Coordinator shall suffer no loss or reduction in regular wages and/or benefits
because of time spent in meetings with the Employer, or while attending safetyrelated training and seminars
presented by the Employer. All other expenses related to attending such meetings will be the sole responsibility
of the Guild. The Employer also agrees to pay the cost of tuition for the Guild’s safety officer to attend two safety
related training or seminars that have been agreed to by the Employer and approved in advance. All other
expenses related to the Safety Coordinator’s attendance at such training or seminars will be the sole
responsibility of the Guild.

10.

As a result of its review of the final report by the New York University Occupational and Industrial Orthopaedic
Center (0OlOC) Pilot Ergonomic Work Assessment of Still and Video Photographers for AP (“The Study”), the
employer agrees as follows:

(a)
(b)

(c)

The Employer shall post the Executive Summary and Final Report on its intranet site.

The Employer will provide on its intranet site, comprehensive information on injury prevention, including
information on proper lifting/carrying ergonomics with recommended fitness and safety practices. The
information will include best practices data on the loading and unloading of equipment from vehicles,
carrying heavy loads, safe body mechanics, proper equipment use and strength, stamina and
cardiovascular fitness.

The equipment table in Appendix 5 of The Study will be posted on the employer’s intranet site as a
reference for employees seeking information on equipment recommendations for health and safety
needs.



11.

12.

(d)  When the Employer determines that a photographer or videojournalist needs equipment, the Employer
will consult the equipment table in Appendix 5 of the Study as a reference.

In response to a reasonable written concern about employee safety, the Employer will engage an indoor air
quality consultant to report on appropriate air quality conditions for employees at its business facilities and will
provide a copy of the consultant’s report to the Guild.

The AP is committed to fostering a culture of safety that protects the reputation and well-being of employees in
their work. This includes maintaining the SAFE program or a future iteration of efforts to provide support for
employees when they experience harassment or threats online. It also includes encouraging staff to promptly
seek assistance as needed from local law enforcement, from senior AP managers directly responsible for
employee security and safety, from their own supervisor or Human Resources. It includes encouraging staff to
not respond to or engage with those who make threats or engage in acts of harassment. The AP will hold regular
training programs regarding online safety, including during a new employee’s onboarding process; provide
specialized mental health and trauma support counseling to employees; and document formally reported cases
of online harassment, including cases specifically targeting employees of color, women and LGBTQ+ staff, and
will review its findings with the Guild upon request, up to twice a year.

Article 31 — SEVERABILITY

If any article or section of this Agreement is declared illegal by final judgment of a court of competent jurisdiction,
including appeals if any be taken, such invalidation of such article or section shall not invalidate the remaining portions
of this Agreement and the parties shall meet to negotiate a provision that will meet the requirements of the law in the
questioned clause.

Article 32 — NON-INTERFERENCE

The Guild agrees that it or its members, acting upon authority of the Guild or any local or unit thereof, except upon
breach of the terms of this Agreement by the Employer, will not interfere directly or indirectly in any way with the
production, distribution or delivery of any news, broadcast audio or TV news, feature or newsphoto or other service
of the Employer which the Employer may at any time be obligated by contract to deliver to any member, firm,
corporation or person.

Article 33 - DURATION AND RENEWAL

This Agreement is effective as of Jan. 2, 2024, and shall expire at midnight Jan. 2, 2027. No earlier than 120 days
and no later than 60 days prior to the expiration of this Agreement, either party may, upon written notice to the
other party, initiate negotiations for a new collective bargaining agreement to take effect at the

termination of this Agreement.



Should agreement not be reached on the expiration date, this Agreement will remain in full force until one party
provides to the other 14 days’ written notice of its intention to terminate the Agreement.

For the News Media Guild:

By:

Vin Cherwoo

President, Negotiating Committee Chair

For The Associated Press:

By:

Jessica L. Bruce

Senior Vice President, Human Resources and Corporate Communications



VACATION BUYOUT SIDE LETTER

Dec. 15, 2023

Mr. Vin Cherwoo

President

News Media Guild, TNG-CWA Local 31222
131 West 33rd St. 14th Floor

New York, NY 10001

Dear Vin:

This letter confirms the terms and conditions of the understanding reached this week between AP and the News
Media Guild regarding the liquidation of carry over vacation by AP employees covered by the Guild.

On a one-time, non-precedent-setting basis, Employees may elect to liquidate and receive payment in lieu of all of the
Employee’s unused carryover paid time off accrued through December 31, 2023, but excluding paid time off earned
during calendar 2023 that becomes available for use in 2024. Payment in lieu of such paid time off shall be at the rate
of 66% of the Employee’s base hourly rate as of Dec. 31, 2023. An Employee must elect liquidation of such paid time
off no later than March 31, 2024. The Employer shall make payment as soon as administratively practicable.

Kindest Regards,

David Scott
VP & Head of News Strategy and Operations
The Associated Press



EXPENSES SIDE LETTER

Dec. 22, 2023

Mr. Vin Cherwoo

President

News Media Guild, TNG-CWA Local 31222
131 West 33rd St. 14th Floor

New York, NY 10001

Dear Vin:

This letter confirms the understanding reached this week between AP and the News Media Guild regarding the
termination of some limited expense reimbursements.

Contingent upon and soon as administratively feasible following the ratification of our new, three-year collective
bargaining agreement, eligible employees will have the average monthly reimbursement for home internet
connectivity received by each during the final six months of 2023 added to their base monthly salary, effective upon
the effective date of the new CBA.

Eligible employees are defined as those News Media Guild-covered employees who, as of Dec. 22, 2023, had received
approval from AP to seek reimbursement for the cost of home internet connectivity and had sought reimbursement

for such an expense on an ongoing basis during the preceding six months.

Effective January 1, 2024, no employees shall be eligible for reimbursement for, or otherwise receive compensation
for, such ongoing expenses.

Kindest Regards,

David Scott
VP & Head of News Strategy and Operations
The Associated Press

Acknowledged and agreed:
NEWS MEDIA GUILD, TNG-CWA LOCAL 31222

By:

Vin Cherwoo
December 22, 2023



LIFE INSURANCE SIDE LETTER

January 31, 2019

Ms. Jill Bleed

President

News Media Guild, TNG-CWA Local 31222
131 West 33rd St. 14" Floor

New York, NY 10001

Dear Jill:

The following confirms the past practice and current understanding between the Guild and Te Associated Press
relating to Life Insurance and Business Travel Accident Insurance.

For the life of this Agreement, AP will maintain life insurance and business travel accident insurance policies for Guild-
covered employees that are materially and substantially equivalent to those in effect on September 30, 2017,
provided such insurance coverage remains available on the insurance market and for purchase by the AP. Should the
AP lose coverage and be unable to obtain coverage, AP will notify the Guild as soon as administratively possible.

In the event a claim made by or on behalf of an employee or his or her spouse is denied by the insurer solely because
of policy exclusion for:

e work performed for AP amidst declared or undeclared war, military action, military maneuver, police
action, riot, insurrection or natural disaster including but not limited to floods, tsunamis, volcanoes,
wildfires, hurricanes, tornadoes, earthquakes, and storms or

e for accident or injury arising from use of aircrafts (including but not limited to chartered flights for aerial
photography/videography) taxis, limousines, boats, and ships or other travel mechanisms, used and
approved for performance of a work assignment for AP, but excluding any regular commuting travel, the AP
will cover the employee for the full benefit that would have applied in the absence of the policy exclusion
listed above, definition, or limitation being relied upon to deny coverage, provided the loss was not
intentionally created by the employee.

No employee shall be penalized or disciplined for declining assighment in a situation where coverage may not apply.

Sue Gilkey
Global Director of Employee Benefits



SHORT-TERM DISABILITY SIDE LETTER

January 31, 2019

For the Associated Press
200 Liberty Street
New York, N.Y. 10281

Dear AP:

NMG and AP mutually agree that, in administering the short term disability benefit program set forth in Article 25
(2)(e) of the parties’ Agreement, and notwithstanding any contrary language in AP’s third-party contract with Lincoln
Financial, the third-party consultant [TPA] shall not deny a benefit claim or determine that an employee is ineligible
for such

benefit based on the fact that the employee's illness or injury (including but not limited to a stress-related illness or
injury) is related to employment factors including, but not limited to interpersonal conflict in the workplace,
recession, job obsolescence, pay cuts, job sharing and a loss of professional or occupational license or certification,
except as coordinated with workers’ compensation benefits. The TPA may however, deny such a claim when
unsupported by medical findings of a psychiatric, psychological or relevant specialist.

With respect to Section 5, Exclusions, Section 2 of the TPA plan document, the provisions regarding “riots” state that
disability payments will be made if someone is disabled protecting public or private property, protecting oneself or
police officers or firefighters from violence. The Guild and AP mutually agree that, in administering that provision, and
notwithstanding any other contrary language in the plan document, the TPA shall not deny a benefit claim or
determine that an employee is ineligible if they are disabled while acting in the defense of other persons known or
unknown, including police officers and firefighters, from similar violence.

Finally, these same provisions regarding “riots” further provide: “With respect to this provision, riot shall include all
forms of public violence, disorder or disturbance of the public peace, by three or more persons assembled together,
whether or not acting with a common intent and whether or not damage to persons or property or unlawful act or
acts is the intent or the consequence of such disorder.” The Guild and AP mutually agree that in administering such
provision and notwithstanding any other contrary language in the plan document, the TPA shall not deny a benefit
claim or determine that an employee is ineligible for such benefit where an employee’s actions are undertaken in the
course of an assignment on behalf of AP (except as coordinated with workers’ compensation benefits); involve the
lawful exercise of Section 7 rights under the NLRA; or involve lawful activity that is otherwise protected by the First
Amendment; or do not result in a proven violation of a civil or criminal statute.

Sincerely,

Jill Bleed
President
News Media Guild



Training Side Letter

The goal for technology staff is to be in tune with current and emerging technology standards, and the
company’s commitment to helping employees adapt to advancements in our operating model and benefit
from new knowledge and skills, through cross-training and mentoring.

The Employer will merge the work of its technical support teams so that they can more effectively handle both
internal and external (customer) support. Following cross-training as described herein, current Technicians,
Senior Technicians, and Tier-1 Product Support Specialists will work then as one team under a new job title,
Technical Support Specialist [TSS], that will require new skills and competencies. Current employees shall not
be transferred to the new job title until after the one-year training period, which shall begin upon ratification
of the collective bargaining agreement.

The training specified below will be needed to accomplish this goal, one that requires specific new skills and
knowledge in several phases that will be aligned not only with business objectives but also with the company’s
commitment to the growth, development and success of current staff.

The one-year training will be incremental, supportive, pragmatic and ongoing, recognizing that new skills may
be acquired by team members at different speeds dependent on prior knowledge and experience. Team
members will always have the ability to have direct contact with a named mentor (who may be a manager, or
a named colleague identified by the support manager) to support their learning.

The Employer will provide employees with reasonable and sufficient opportunities to acquire and
demonstrate the skills and qualifications necessary to perform TSS work, including the skills needed to
properly operate equipment and effectively utilize the methods of operation in such work. This shall include,
but not be limited to reasonable orientation, instruction, supervision, oversight, access to resources and
equipment, and prompt feedback regarding the work performed during the training period. No discipline shall
be assessed for the employee’s training progress as a TSS during the one-year training period.

Training will be delivered during working hours by means and methods determined by the Employer, including
but not limited to Zoom meetings, Practice sessions covering main topics, Documentation, Peers assigned by
the manager to ensure continuous learning and development, and 3rd Party training. Training will be
mandatory and employees will be relieved of regular work duties to allow the full benefit of the training.
During the one-year training period, the Employer may perform an employee’s job duties for the limited
period they are relieved of duty for such training, without prejudice to Article 1, Coverage or the Union’s work
jurisdiction.

The expectation is for staff to acquire core competencies by the end of the one-year training cycle, that
include but are not limited to the abilities and willingness to:

Troubleshoot and resolve the issue, or know who to escalate it to;

Provide technical assistance via chat, email, or phone;

Provide support for all systems and applications they were trained for;

Participate in the development of the support documentation and assist with peer training;
Actively listen and clearly communicate both verbally and in writing;

Multitask and be comfortable juggling multiple projects and priorities; and

Learn new systems and applications.

External support is a high priority, and the Employer will concentrate on bringing the GHD team up to speed
on the subjects they have not been trained on yet while training both teams on the systems and applications
that had been recently added and require support. The Employer will also provide clear and prompt feedback
regarding the employee’s progress in acquiring needed skills. The Employer shall provide prompt notice to the
Guild in the event that an employee fails to meet training expectations.



Systems training will include all the systems listed in the tables below. Training will be provided regularly, per
outlined sample schedule (table below). Peers will be assigned by the managers to provide hands-on training
and assist with questions when dealing with an issue.

Training channels will be available where questions can be asked on any subject previously covered during
past training sessions. Training sessions will be recorded and posted in training channels for reference. Note
that training schedules, topics and priorities may change based on business needs.

Training Week 1 Week 2 Week 3 Week 4

Month 1 The Employer will Practice Practice Practice week.
conduct a training weeks will week.
sessions for one team follow,
or another or both. giving
Training agenda will be everyone an
compiled based on the opportunity
topics outlined in the to practice
plan and/ or business new skills.
priorities.

Month 2 Team being trained: CS Practice Practice Practice week.

& GHD week. week.

Month 3 Same training plan will Practice Practice At the end of each
be followed each week, week. week. guarter, the
agenda TBD based on Employer will
business priorities and provide written
ongoing projects. feedback to

individual staffers
and evaluate if any
of the sessions will
need to be

The training cycle will continue through 4 quarters of training in total.




Systems and Training Overview — GHD team

innovative troubleshooting solutions. Helps
develop both listening and speaking skills.

Tool/System Function Used by

Salesforce Case management for external customers. Clients

Chat and WhatsApp Answering external customers on Chats Clients

Knowledge base Review access and searching Knowledge base AP Staff

eAP General overview General walk-through of eAP access AP Staff

Portals support Train on up-to-date support and escalation

(Newsroom, Video process for all AP portals and single systems Clients

Hub) used by AP clients. (Includes necessary eAP
related training)

E-Commerce, Support for non-subscription customers

Transactional requesting photos and videos. (Includes Clients

Customers necessary eAP related training)

Media API including Train on latest functions and features of API Clients

json and xml (Includes necessary eAP related training)

Live Choice Customers book live video events. (Includes Clients
necessary eAP related training)

Elections Services Training on support and escalation of all Clients

(ELAPI, Newsroom Election services. (Includes necessary eAP

visuals, widgets), related training)

including XML

Entitlements How to check entitlements and escalate AP Staff

Money and Markets Training in Market Services, basic Clients
troubleshooting, and escalation.

AP Planner Customer facing planning tool - basic Clients
troubleshooting and escalations.

Stylebook Customer facing planning tool - basic Clients
troubleshooting and escalations.

Audio and Video Provide working knowledge of video and audio AP Staff

3rd Party Training

Customer Service Multipurpose program that teaches soft skills AP Staff /

Representative that can help with communication and Clients




Systems and Training Overview — CS team

Tool/System Function Used by
Azure, Intune, MECM Case management for external AP Staff
customers.
Windows 11, MAC OS Modern deployment method, AP Staff
Deployment (Modern troubleshooting and resolving issues
Deployment and, Casper
with Mac OS training if
needed.
AWS, Video editing Video AP Staff
tools, AP Transfer tool
Mobile devices Steps for deploying new phones AP Staff
deployment steps
Software management Elevation steps, adding users to software AP Staff
packages
Elections / Vote entry Overview of the Elections tools and AP Staff
operator setup setup steps
Amazon workspaces Create and reset workspace AP Staff
Media API including Json Assist with installation and issue AP Staff
and XML troubleshooting
Office 365 Applications MS Cloud applications, Authentication, AP Staff
resolving issues with Outlook, Excel, and
OneDrive
Defender and Malware Resolving issues with viruses / infections AP Staff
bytes
EasyVista Handling and escalating tickets in EV AP Staff
Customer Service Multipurpose program that teaches soft Clients/Staff
Representative skills that can help with communication
and innovative troubleshooting
solutions. Helps develop listening and
speaking skills.
VOIP phone systems Fuze, Cisco AP Staff
Internal systems used by MVP player, Photo Mechanic, ePix AP Staff
main offices
Audio and Video Provide working knowledge of video and AP Staff
training, as needed audio technology

Evaluation/Feedback Approach

Staff will be given quarterly written feedback based on AP’s established performance appraisal model. Quarterly
feedback will continue for one year after ratification. Performance management related to the core
competencies of a merged global help desk may begin thereafter on areas where training has been deemed
completed by management. Throughout this process, management will continue to work with staff to find ways
to address their needs individually.




Technical Support Specialist

The AP Global Technical Support team provides 24x7 support for all global products and services for AP’s staff
and external clients. Technical Support Specialists assist with any technical problems reported by staff and
external clients via email/cases, phone, and live chats.

RESPONSIBILITIES:

Assist external clients with APls setups

Assist and support Elections setup and applications

Troubleshoot and resolve issues related to Azure, Intune, SCCM and other tools used for deployment and
management of AP hardware and back-office applications

Deploy and support MAC and PC hardware

Provide support during Special events (optional)

Deploy mobile devices and support, iOS, and Android

Setup photo and video equipment

Provide AP staff account management, password resets, assist with management of membership of
distribution lists and groups

Provide account management for any portals used by the AP external clients

Provide support for Video technology and services used by external clients and AP staff
Modify customer entitlements as necessary

Generate APl keys and welcome letters

Administer various roles for external clients in the eAP system

Troubleshoot issues with Amazon and Microsoft cloud-based applications

Support third party tools used for collaboration and information sharing

Track all support activities through AP support tools

Troubleshoot access and functional issues with all AP Customer Portals

Troubleshoot and resolve issues with printers, conference rooms, and other office equipment
Troubleshoot and resolve issues with VPN connections / Wi-Fi networks/VOIP phone systems
Provide peer to peer training on as needed basis

Work on special projects, as necessary

Travel may be required

Work on bureau relocations and setup, as necessary

Must be available to work flexible hours and longer shifts, as necessary

JOB QUALIFICATIONS:

College degree, technical degree or acceptable experience is required

1+ year(s) customer support experience (telephone, email, online chat, etc.) is required

Prior News and Media industry experience is a plus

Must possess a service-oriented attitude and be able to communicate and coordinate well with clients
and global team members via designated work channels

Communicate effectively and professionally with staff of all levels

Proven ability to work in a team environment

Must be a self-starter with the ability to multi-task, manage multiple workloads, take accountability, and
deliver results to meet competing priorities in a busy environment

Familiarity with client integrations pertaining to various Content Management Systems and Vendor
Solutions

Experience with Windows, MAC OSs preferred.

Understanding of network protocols TCP/IP, HTTP, FTP, SMTP and NNTP. Must be able to troubleshoot
problems related to these protocols

Working knowledge of video and audio technology is a big plus

Working knowledge of modern hardware deployment technology and be able to assist with any issues
Working knowledge of XML and Jason is a big plus

Knowledge of Salesforce and EasyVista is a big plus



