COMMUNICATIONS ENERGY AND PAPERWORKERS UNION OF CANADA
LOCAL 87 - M, SOUTHERN ONTARIO NEWSMEDIA GUILD

COLLECTIVE AGREEMENT
WITH

THE FAIRWAY GROUP, A DIVISION OF Metroland Media Group Ltd.,

EDITORIAL

JANUARY 1, 2009 — DECEMBER 31, 2011



ARTICLE 1 - RECOGNITION AND MANAGEMENT RIGHTS ....cccociv ittt et cveere st ene e evesse e 1
ARTICLE 2 - RELATIONSHIP AND UNION REPRESENTATION ......cccceieemiirrirnvieniiecresressaeerisessreeesmensnes 1
ARTICLE 3 - GRIEVANCE AND ARBITRATION PROCEDURE ........cccviveimirinieteineneeseiereereesresteeresssrsseesees 2
ARTICLE 4 - DISCIPLINE AND DISCHARGE ......cccccoiiiriititeinrreseesiestenrresservesaesie e eseesserseseessestssssssesnesneoneas 4
ARTICLE 5 - PROMOTIONS, TRANSFERS, AND TRAINING......cccccecivvrieiimrierciere e st s eereseeeeonssen e eneas 4
ARTICLE 6 = SECURITY ...ootiotiiiiiciiririeieesrestiesiensetsssstasssesesseseessssssesssssssessessassessssassassssessessessasessassesronsnssssans 5
ARTICLE 6A - SENIORITY AND PROBATION PERIOD ......ccivcieciirnirinsieimiesesesreesresraesessesreensenecrssnsoneas 7
ARTICLE 7 = SEVERANCE PAY ..ottt st secet st sa et e st s bestestesaes e tesan s st aseasbebaessasassreonsonserssnsonean 7
ARTICLE 8 - HOURS OF WORK AND OVERTIME: ......c.ccoviiriiriieeersestnrie st ste st annsre et eveva s s 7
ARTICLE 9 = HOLIDAYS......ooctriiiteiseetetiniereestesaisicessesestssssasassassssssssssssnsessasassasaesssssasasssseossssassssasssssorenessosssass 8
ARTICLE 10 - VACATIONS....ioi oo retetinerietsrietse st s sssbese s tessss s easas e eta st eteebessensasaossersssansonessessossesensossnnin 9
ARTICLE 11 - LEAVES OF ABSENCE.........ccceriiiitnnitnieniiinteneissiseeessassisessesrecassessasssseasessessessansasessessesessssessen 9
ARTICLE 12 - HEALTH AND SAFETY ...ooooieciiiiierintieciereecveesisaenesressesssesreseesssessassestessssrassssesesssesoensensonse 10
ARTICLE 13 - EMPLOYEE INTEGRITY ...oociootriiitiectniitiiessiesenie e steeressesamsesnsstessseessbestnensessessssrnssesssonsons 11
ARTICLE 14 - MISCELLANEOUS .......cotiiiiirtnertest et rtete et sttt etsseessa st e etassnen e stestesseasaesaes sesnbesseseanseses 11
ARTICLE 15 - EXPENSES AND EQUIPMENT ......c.ccooiiininieriiniiincentesie e reeinssresseste e sree st senaessssaestestesresenons 12
ARTICLE 16 - WAGES AND BENEFITS.......oooiiiiireeniinererrtiintsstesiestestestnesresesascresbeesessssesne srestssteseessesns 12
ARTICLE 17 - DURATION AND NO STRIKE / NO LOCKOUT .....ccccocovmvereeieiceceeteeceseseereeee e ses st snaeeen s 14
LETTER OF UNDERSTANDING #1 Job Postings for Information.........cccceeeevevmnriereniienonesisreseeeneses e seeseene 15
LETTER OF UNDERSTANDING #2 Joint Labour-Management COMMILIEE...........ccevveerurinieenrereieereresiinneeerne 15
LETTER OF UNDERSTANDING #3 “Advertorial” ASSIZNMENLS .......cccervrierrreveieinnreensriniseeess e eeeee e enenens 16
LETTER OF UNDERSTANDING #4 Sick Leave Plan ........cccccvcerimieiiiniienreeneerecinnetiveste et evecneee e e st s 16
LETTER OF UNDERSTANDING #5 Health Care Benefits.......cccoveveveieiecinirinee e ereenons 17
LETTER OF UNDERSTANDING #6 On-Line Publishing............coooiviiiiiiiii i 17

LETTER OF UNDERSTANDING #7 MiIEAEE .......cccvuirirircrciriiriectrreee s recestns st eeesrs et esansssssssssssesesns 18



1.01

1.02

1.03

2.01

2.02

PREAMBLE

This collective agreement is made and entered into this 26th day of March, 2009 by and between The
Fairway Group, a Division of Metroland Media Group Ltd., party of the first part hereinafter referred to
as the Employer, and C.E.P. Local 87-M Southern Ontario Newsmedia Guild, by its representatives, party
of the second part hereinafter referred to as the Union.

The purpose of this agreement is to establish mutually satisfactory relations between the Employer and its
employees, to provide machinery for the prompt and amicable settling of any differences or grievances
which may arise and to establish and maintain working conditions, hours of work, wages and benefits for
all employees who are subject to the provisions of this agreement.

ARTICLE 1 - RECOGNITION AND MANAGEMENT RIGHTS

The Employer recognizes the Union as the exclusive bargaining agent for a bargaining unit consisting of
all of the employees of the Employer in its editorial department in the Regional Municipality of Waterloo
and the County of Wellington save and except news Editor Guelph Tribune, Waterloo Chronicle,
Cambridge Times, Publisher/Editor New Hamburg Independent, Publishers Cambridge Times, Guelph
Tribune, Waterloo Chronicle, and Group Publisher Fairway Group, persons exercising managerial
functions or employed in a confidential capacity relating to labour relations within the meaning of section
1(3)(b) of the Labour Relations Act, persons regularly employed for not more than twenty-four (24) hours
per week and interns while enrolled in a journalism course at a post secondary institution.

The Employer may continue with the present practice of using free-lancers, but the use shall not be
increased so as to result in the loss of employment of a regular employee.

The right to hire, assign duties, retire, promote, classify, layoff, recall, demote, transfer, discharge,or
discipline for just cause employees who have completed their probationary period, to maintain order,
discipline and efficiency, and to establish and enforce rules and regulations governing the conduct of the
employees, is the exclusive function and responsibility of the Employer, subject to the terms and
conditions of this Agreement. All matters concerning the operations of the Employer not specifically
dealt with herein shall be reserved to the Employer and be its exclusive responsibility.

Management acknowledges that it shall exercise its rights in a manner that is fair and reasonable and
consistent with the terms of this Agreement.

ARTICLE 2 - RELATIONSHIP AND UNION REPRESENTATION

The Employer shall advise new employees that a collective agreement is in effect and of the provisions of
the agreement with respect to the deduction of Union dues. A Union representative shall be allowed one
(1) hour during the new employee’s first week of work to discuss the Union and the collective agreement
and to sign the new employee into Union membership should he or she wish.

The Employer shall deduct from the earnings of each employee any Union dues or assessments, as
specified by the Union. Deductions shall be made from each pay and remitted to the Union by the
fifteenth day of the following month. When remitting dues, the Employer shall include the names of the
employees from whose pay deductions have been made and the amount of the deduction. The Union will
give the Employer one month’s notice of any changes in the amount of Union dues to be deducted.



2.03 The Employer shall supply the Union once within 30 days of the signing of this agreement and within one
month of hiring new employees with the following information in writing for each employee:

a) Name, address, telephone number, sex, date of birth and social insurance number,
b) Date of hiring

c) Classification

d) Experience rating and experience anniversary date

e) Salary
2.04  The Employer shall notify the Union monthly in writing of:

a) Changes in any employee’s rate of pay and effective date
b) Changes in classification, and effective date
c) Resignations, retirements, deaths, leaves of absence, and other revisions in the data listed in Section

2.03

2.05  Employees who are on the Union’s bargaining committee shall not have their pay interrupted for any
work day on which the Employer and Union agree to meet for the purpose of bargaining a renewal to this
agreement. The Union shall reimburse the Employer for any wages which such an employee is entitled to

for such day(s).

2.06 The Employer agrees to provide bulletin board space in appropriate locations at each work location for
the exclusive use of the Union.

2.07  Use in this agreement of the feminine or masculine gender shall be construed as including both male and
female employees, and not as specific gender designations.

ARTICLE 3 - GRIEVANCE AND ARBITRATION PROCEDURE

3.01 An employee, accompanied by his/her shop steward or Union representative if desired, shall within five
(5) days of the circumstances giving rise to a complaint, raise the matter orally to the employee’s
immediate supervisor. If the employee and the Union are not satisfied with the outcome of such
discussions, the employee may have resort to the grievance procedure described in this section.

It is the mutual intent and desire of the parties that employees raise complaints directly with their
immediate supervisor as soon as possible in accordance with the above. However, the failure to do so

will not prevent the initiation of a grievance.
(i) Definition

“Grievance” means any differences between the parties bound by the Agreement concerning its
interpretation, application, administration, or any alleged violation thereof.

For the purpose of this section, “Union representative” shall include any elected officer of the Union, or
representative or shop steward recognized by the Union.

(i) Grievance Procedure

Either party may initiate a grievance. If a grievance is not settled at any one stage of the grievance
procedure, then the grieving party shall have the alternative either to abandon it or proceed to the next
successive stage within the time limits set out in each stage. By mutual agreement between the Employer
and the Union, and in the case of an Employer or Union grievance, the processing of any grievance may
begin at the second stage. The successive stages of the grievance procedure are:



a) First Stage

The employee, accompanied by his/her shop steward or Union representative, shall within fifteen (15)
days of the circumstances giving rise to the grievance, grieve the matter in writing to the employee’s
immediate supervisor. The grievance shall be answered in writing within ten (10) days of receipt of the
grievance.

b) Second Stage

If the grievance is not resolved, then within ten (10) days of receipt of any answer at the first stage, the
Union shall take up the grievance in writing with the Publisher (or his representative). The answer to the
second stage grievance must be given in writing within ten (10) days of the receipt of the grievance at the
second stage.

c) Final Stage - Arbitration

If the two parties are unable to agree at second stage, then within twenty (20) days of receipt of an answer
at the second stage, the Union shall notify the Employer in writing of its intention to take the grievance to
arbitration.

In general, it is intended that grievances which are not resolved at the second stage shall be submitted to a
single arbitrator; however, either party may elect to submit a grievance to an Arbitration Board of three
members, in which case the other party shall comply.

Single Arbitrator

In the event that a grievance is to be arbitrated by a single arbitrator, the parties to the Agreement shall
attempt to agree on naming the Arbitrator as soon as the grieving party has submitted notice, in writing,
of its decision to proceed to arbitration. If the parties cannot agree, the Arbitrator shall be appointed by
the Ontario Ministry of Labour. The Arbitrator shall proceed as soon as practical to examine the
grievance and render his/her judgement, and his/her decision shall be final and binding upon the parties
and upon any employees affected by it.

Arbitration Board

If a grievance is to be arbitrated by an Arbitration Board of three members, the grieving party shall notify
the other party in writing of its desire to submit the grievance to arbitration and the notice shall contain
the name of the grieving party’s appointee to the Arbitration Board. The recipient of the notice shall
within five (5) days advise the other party of the name of its appointee to the Arbitration Board. The two
appointees so selected shall, within Five (5) days of the appointment of the second of them, appoint a
third person who shall be the Chairman. If the two appointees fail to agree upon the Chairman within the
time limit, the appointment shall be made by the Ontario Ministry of Labour upon the request of either
party. The Arbitration Board shall proceed as soon as practical to examine the grievance and render its
judgment, and its decision shall be final and binding on the parties and upon any employee affected by it.

The decision of the majority shall be the decision of the Arbitration Board, but if there is no majority, the
decision of the Chairman shall govern. Each party shall pay the fees and expenses of its appointee to a
Board and one-half the fees and expenses of the chairman, or single arbitrator. Expenses will include any
disbursements incurred by the arbitrators during their proceedings.
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d) Time Limits

It is intended that grievances shall be processed as quickly as possible. Time limits are mandatory and
not directory. If the grieving party does not appeal the grievance to the next successive stage within the
specified appeal time limit, the grievance shall be deemed to be abandoned and shall not thereafter be
reinstituted. If the responding party does not answer the grievance within the specified answer time limit
of each stage, then the grievance shall automatically proceed to the next higher stage. Notwithstanding
the above, the appeal and answer time limits as specified may be extended by mutual agreement. (“Days”
does not include Saturdays, Sundays and Statutory holidays.)

e) Where practical, efforts to adjust grievances in the first and second stages shall be made during
scheduled working hours.

f) A grievance alleging discharge without just cause and a policy grievance may be initiated at the Second
Stage of the grievance procedure.

ARTICLE 4 - DISCIPLINE AND DISCHARGE

No employee, other than an employee who at the time of discharge has not completed the probationary
period, shall be discharged or disciplined except for just cause.

Employees shall have the right to have a steward present at any disciplinary meeting which may result in
a suspension or discharge. The Employer shall advise the employee of this right prior to the meeting.

Where practical, without unreasonably delaying the meeting, employees may have a steward present at
any disciplinary meeting which would result in a lesser form of discipline. The employer will advise the
employee of the provision contained in this sub-paragraph prior to the meeting.

The Employer shall, except in the case of oral warnings, inform an employee in writing of the reasons for
any disciplinary action, as soon as possible, with a copy sent to the Union.

An employee shall be entitled to a copy of any criticism, commendation, appraisal or rating of such
employee’s performance in his/her job that is placed in his/her file, and on an annual basis to read his/her

personal file.

The employee shall be allowed to place in such a file a response to anything contained therein which such
employee deems to be adverse.

When a grievance has been filed concerning an employee, the employee or the Union (with the written
consent of the individual concerned) may, upon request, read and be provided copies of material in the
employee’s personnel file.

Disciplinary warnings and/or reprimands and/or criticism of an employee’s performance in his or her job
which predate a disciplinary action by more than 2 years shall not be adduced as evidence against an
employee in any subsequent arbitration proceedings. Upon request by the employee, any such documents
shall be removed from the employee’s personnel file after two years from the date of issue.

ARTICLE § - PROMOTIONS, TRANSFERS, AND TRAINING

Employees shall be given first opportunity to apply for vacancies within any Union bargaining unit. The
Employer shall post on the bulletin board at each work location for a period of at least seven (7) calendar
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days notice of all openings for employment within any Union bargaining unit. A copy of such notice
shall be forwarded to the Union.

Employees may submit standing applications in writing at any time. Employees may apply for any
position, including a lateral transfer within their classification.

When filling positions, the Employer shall consider qualifications, abilities, and seniority. When, in the
opinion of the Employer, qualifications and abilities are relatively equal, seniority shall be the deciding
factor.

Unsuccessful employee applicants shall be advised of the reasons that they were not granted the position,
upon request.

An employee who is promoted shall be given a trial period of up to two (2) months. The trial period may
be extended, curtailed, or waived by mutual agreement between the Employer and the employee. The
Union will be notified of any such agreements.

During a trial period an employee may elect to return to his or her previous position without penalty or
prejudice.

At the end of the trial period, the employee shall be either confirmed in the new position or returned to
the old one without prejudice or penalty. If returned to his or her previous job, the employee will receive
the salary for the previous job.

Relocation of an employee’s residence shall not be a condition of promotion or transfer.

If an employee is offered a promotion or transfer to a location in a different municipality and the
Employer requests that the employee relocate his residence closer to the new work location and the
employee chooses to so relocate, the Employer shall pay such relocation costs as were agreed upon with
the employee prior to acceptance of such promotion or transfer.

The Employer shall make every effort not to transfer an employee to another work location against his or
her wishes.

Whenever possible, members of the bargaining unit shall be afforded the opportunity to retrain in order of
seniority. The Employer shall consider employee requests for the opportunity to be trained during work
hours or for financial assistance with the expenses of training. Under no circumstances shall the
introduction of new processes or equipment be delayed by such training.

ARTICLE 6 - SECURITY

The Employer and the Union agree that no employee will be discriminated against contrary to the Ontario
Human Rights Code. The representatives of the Union and the Employer will continue to resolve
workplace issues in a professional manner and with mutual respect. The Employer and the Union
recognize the right of all employees to work in an environment free from sexual harassment.

Locations of residence shall not be a condition of employment.

Employment shall be full-time whenever practicable.

A part-time employee shall not work more than twenty-four (24) hours per week regularly.



6.03
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a) Whenever the Employer decides it is necessary to reduce staff, there shall be thirty (30) days of notice
in writing to the Union and affected employees of any layoffs. The Employer will notify the Union of the

names of the employees affected.

b) Employees will be laid off in reverse order of seniority by classification at each publication, provided
that those employees remaining are qualified to perform the work required. Part-time employees in the
same classification, will be laid off before full-time employees.

¢) The Employer will accept voluntary resignations from other employees in the classification(s)
involved in lieu of those named to be laid off provided this is acceptable to the employee named to be
laid off. The number of layoffs will be reduced by the number of voluntary resignations from the
classification.

Employees who voluntarily resign in accordance with the above shall receive severance pay as set forth
in Article 7.01. Such an employee shall not be placed on a recall list.

d) The employees affected may choose, in order of seniority, within thirty (30) days of notice, to bump
the most junior employee(s) in the classification in the bargaining unit provided they are competent to
perform the work.

Employees who choose not to bump may elect to take severance pay.

e) Laid off employees, or those who bumped into lower classifications, shall be placed on a recall list for
fifteen (15) months in order of seniority and the Employer shall fill vacancies within each classification
according to that list. In the case of a vacancy in a classification from which employees on the recall list
were laid off, the Employer shall attempt to fill the vacancy according to the recall list before following
the procedures under Articles 5.01 through 5.03 of this Agreement.

Should a laid-off employee refuse to accept a permanent position in the same classification with the same
number of hours as worked immediately prior to the layoff, the employee shall be dropped from the recall
list.

If an employee is recalled after the payment of severance pay, and before the expiry of the number of
weeks so paid for, the balance of the severance pay shall be refunded to the Employer.

f) During a layoff, seniority will be frozen. If the employee is recalled to regular employment within
fifteen (15) months, seniority will be restored at the frozen level.

g) An employee on layoff shall have the option of having his/her benefits, except the LTD plan, group life
insurance and pension plan(s) continued during the period of layoff of up to twelve (12) months
providing the employee pays the full cost of premiums.

In the event that new technology requires fewer staff, the Union and the employees affected will be given
at least sixty (60) days notice.

In such situations, the Employer will attempt to retain as many employees as possible. Whenever
possible, training necessary to permit employees to retain employment shall be provided to employees in
order of seniority on the time and at the expense of the Employer. Under no circumstances shall the
introduction of new processes or equipment be delayed by such training.

Should layoffs be necessary, Articles 6.03(b) through (g) shall apply. There shall be no reductions in
salary, except in the case of a reclassification. No employee shall be required to accept a transfer to
another classification against his or her wishes.
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ARTICLE 6A - SENIORITY AND PROBATION PERIOD

Seniority shall be determined by an employee’s length of continuous service as an employee of the
Employer.

An employee shall cease to have seniority rights, and employee status with the Employer shall be
terminated for all purposes, if the employee:

a) voluntarily terminates his/her employment;
b) is laid off by the Employer for a period exceeding fifteen (15) consecutive months;

c) being an employee on the recall list, fails to report for work within ten (10) days after being notified by
the Employer of a job offer, the refusal of which would result in the employee being dropped from the
recall list in accordance with Article 6.03 (e)

d) is absent from work for two (2) consecutive days without providing a satisfactory reason to the
Employer who shall not act in an arbitrary or discriminatory manner in respect to this subsection.

e) fails to report for work after an authorized leave of absence without providing an explanation satisfactory
to the Employer

f) is discharged for just cause

g) retires

A seniority list shall be provided to the Union each year upon request.

New employees shall be considered probationary employees for the first three (3) months of their
employment. This period may be extended by mutual agreement between the Employer and the Union.

The employer may dismiss a probationary employee for any reason whether the probationary period is
extended or not, provided such dismissal is not otherwise arbitrary, discriminatory or in bad faith.

ARTICLE 7 - SEVERANCE PAY

An employee who has completed his or her probationary period who is laid off under the provisions of
Article 6.03 shall receive severance pay in the amount of two (2) week’s pay for each completed years of
service or major fraction thereof, to a maximum of thirty (30) weeks’ pay.

In calculating the length of continuous service for the purpose of severance pay entitlement, any period
for which the employee has previously received severance pay (excluding any period for which severance
pay was refunded to the Employer) and any period during which the employee was on layoff shall be
excluded.

ARTICLE 8 - HOURS OF WORK AND OVERTIME:

The following paragraph is intended to define the normal hours of work and shall not be construed as a
guarantee of hours of work per day, or per week or of days of work per week.
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The regular work week for full-time employees shall consist of thirty-seven and one-half (37.5) hours
(exclusive of meal periods) and every reasonable effort will be made to schedule such hours within five
(5) days. The work week commences at 12:01 a.m. Saturday.

The working shift shall be a minimum of four (4) hours.
Employees shall be entitled to an unpaid lunch period of at least thirty (30) minutes.

An employee shall not be required to begin one scheduled shift sooner than nine (9) hours following the
end of another scheduled shift.

Every effort will be made to avoid scheduling split shifts.
Authorized overtime will be paid to an employee after thirty-seven and one-half (37.5) hours per week at
the rate of one and one-half times the employee’s regular rate. In calculating an employee’s hours for this

purpose, all hours which the employee is entitled to be paid for when the employee is not required to
work shall be counted.

Upon mutual agreement employees may elect to take time equivalent to and in lieu of such overtime pay,
at a time mutually agreed to by the employee and the Employer.

The hours of work shall be posted at each location not later than Friday prior to the next week.

Such schedules may be changed by mutual agreement between the employee and the Employer.
However, changes may be made by the Employer to cover unforeseen situations.

Shift pattern will vary by individual, and the preferences of employees will be taken into account by
seniority and Employer needs within classifications.

The Employer shall keep a record of all over time work and shall provide such record to the
Union upon request.

ARTICLE 9 - HOLIDAYS

Full-time employees are entitled to the following paid holidays:

New Year’s Day, Family Day, Good Friday, Victoria Day, Canada Day, Civic Holiday, Labour Day,
Thanksgiving Day, Christmas Day, Boxing Day.

In addition, full-time employees will be entitled to one additional paid holiday which must be taken each
year at a time agreed to by the employee and the Employer.

Holiday shifts shall be those in which a majority of the shift is worked within the 24-hour period of the
holiday.

An employee whose day off falls on a holiday, shall receive an additional day off with a day’s pay at a
time mutually agreed to by the employee and the Employer.

Employees who are required to work on a holiday shift will receive one average day’s pay for the holiday
in addition to the overtime rate for all hours worked, or, with the agreement of the employee, another
working day will be substituted for the public holiday, and the day so substituted shall be deemed to be
the public holiday.
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ARTICLE 10 - YACATIONS

The vacation year is July 1% to June 30™. Vacation is earned in the employee’s first year of employment
to be taken in their second year. If vacation with pay is less than 4% of gross earnings (excluding vacation
pay), the employer shall issue payment for the difference. Full-Time employees accrue vacation days as
of their original hire date:

.833 days per month or 2 weeks off with pay for 1 — 3 years continuous service.

1.25 days per month or 3 weeks off with pay for 4 - 7 years continuous service.

1.66 days per month or 4 weeks off with pay for 8 — 14 years continuous service.

2.08 days per month or 5 weeks off with pay for 15 - 24 years continuous service.

2.50 days per month or 6 weeks off with pay for 25 years and over of continuous service.

Vacations in each work group shall be arranged on a seniority basis. Work groups shall consist of the
employees at each work location. The number of employees in each classification in each work group to
be absent at any one time shall be determined by the Employer and this shall appear in the vacation
selection schedule.

No employee shall be allowed more than two (2) consecutive weeks of vacation during the prime time
between June 15 and September 15 of any year unless all employees in the work group have had the
opportunity to arrange two (2) consecutive weeks of vacation in that period. If there are no conflicts,
there shall be no limits on the number of consecutive weeks that can be taken by an employee during the

prime time.

Employees who fail to select prime time vacation dates before May 1 may lose the privilege of selection
to which their seniority entitles them.

Should a holiday fall within an employee’s vacation period, the employee shall receive an additional day
of vacation with pay for each such holiday, to be taken at a time mutually agreed to by the employee and
the Employer.

Vacation accrued in one vacation year must be taken by March 31 of the following year, except upon
y gy p

agreement between the employee and the Publisher.

Upon termination of employment an employee (or his estate in case of death) shall be paid for any
vacation accrued.

ARTICLE 11 - LEAVES OF ABSENCE

Applications for unpaid leaves of absence for reasons other than those specified below and applications
for extensions to the leaves of absence specified below shall be made to the department manager. Each
case shall be considered on its merits.

An employee granted a leave of absence for more than three (3) months in a calendar year under this
Article 11.01 shall not accumulate seniority while on such leave but shall retain all seniority accumulated
prior to the start of such leave.

In the case of a family emergency, the Employer shall consider granting the leave with pay.



13.01

13.02

13.03

13.04

13.05

13.06

14.01

14.02

14.03

to perform the work. When such work is not available, or if the employee is not competent to perform the
work, the employee may apply for and shall be granted an early leave of absence without pay and
benefits.

ARTICLE 13 - EMPLOYEE INTEGRITY

An employee’s byline or photo credit shall not be used if so requested by the employee.

Whenever substantial changes are made to a reporter’s story, an effort will be made to discuss the
changes before publication of the story, failing which the byline shall not be used.

Except where libel or other legal action has been threatened or appears probable, the Employer will not
publish a correction or apology in respect of an employee’s work until a reasonable effort has been made
to discuss the matter with the employee. To do this the Employer shall attempt to contact the employee at
work or by telephone.

Except where libel or other legal action has been threatened or appears probable, no letter-to-the-Editor
criticizing an employee’s work shall be published without such criticism being reviewed with the
employee prior to publication if it is practical to do so.

Every reasonable effort will be made to resolve matters during the employee’s scheduled shift, but under
no circumstances will the Employer be liable for any additional cost as a result of these clauses.

No employee shall be required by the Employer to give up custody of or disclose any knowledge,
information, notes, records, documents, films, photographs, or tapes or the sources thereof to any party
other than the Employer. The Employer agrees that the foregoing shall not be released to any other party
without discussing the matter with the employee.

The employer shall meet all expenses of any legal proceeding that arises from the good faith performance
of the employee’s duties or from publication of materials produced by the employee for the Fairway
Group. In addition, the employer would ensure employees engaged in such legal proceedings would see
their wages and benefits maintained during that process.

ARTICLE 14 - MISCELLANEOUS

An employee shall be free to engage in any activities outside of working hours provided such activities
are not in competition with the Employer, do not result in any conflict of interest and do not exploit the

employee’s connection with the Employer.
N

Editors, reporters and photographers must not prepare material for political parties or political candidates.
Articles written by employees on their own time shall first be offered to the Employer for use in its

publications. Employer acceptance or rejection of articles shall be given within five (5) days.
Where the Employer has rejected an article, the employee may submit it to a non-competing publication.

11
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ARTICLE 15 - EXPENSES AND EQUIPMENT

The Employer shall pay all authorized expenses incurred by the employee in the service of the Employer,
if supported by vouchers or receipted bills when normally obtainable.

An employee who is authorized to use his automobile in the service of the Employer shall be paid for
such use at a base rate 40.89 cents per kilometer. Effective in June 2009 and each year thereafter, the
mileage rate will be adjusted in accordance with Runzheimer Plan of Vehicle Standard Costs.
Specifically, the rate will be determined by the cost per kilometer for a compact 4 cylinder operated in
Ontario using 24,000 kilometers per year. It is understood that if the Runzheimer rate drops, the
employee rate will be reduced accordingly.

The employer will provide photographic and video equipment.

Employees who work ten (10) hours or more on any day shall be paid a ten dollar ($10.00) meal
allowance.

The Company shall continue its practice of making reasonable efforts to provide parking to its employees
at no cost. Should costs for employee parking become unavoidable, the Company will reimburse
employees one-half of costs incurred by the employees.

ARTICLE 16 - WAGES AND BENEFITS

In the application of the following schedule of salaries to employees, experience shall include all
employment in comparable work. Employees shall be confirmed as to job title and experience rating by
mutual agreement between the Union and Employer. Employees shall automatically move up on the
salary grid upon completion of the required period of service.

Any disagreement with an experience rating must be made known within one hundred and twenty days
(120) of hiring.

The Employer will give the Union advance notice when it wishes to establish a new job classification. If
the Union disagrees with the salary schedule proposed for the job, the parties shall meet and endeavour to
resolve the issue. The matter may be referred to arbitration if the parties do not reach agreement within a
reasonable period of time.

There shall be no reduction of employees’ salaries, except in the case of reclassification. No employee
shall be required to accept a transfer to another classification against his or her wishes.

An employee promoted to a higher classification shall receive no less then the minimum rate for that
classification which is next above that minimum rate which the employee was receiving in the lower
classification.

When the employer temporarily assigns an employee to a higher classification for a minimum of five (5)
consecutive shifts, the employee shall receive the pay of the higher classification next highest than the
employee’s regular salary but not less than $50.00 a week

Employees shall continue to be paid every two weeks on the pay days and for the pay period established
by past practice.

A shift differential of $4.00 per shift shall be paid for each scheduled shift where a majority of the hours
on such shift are worked between 6:00 p.m. and 6:00 a.m.
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16.07

16.08

The following minimum weekly salaries shall apply.
Group 1A - Réporter/Photographer, Sports Editor
January 13, 2008 January 5, 2009: January 5, 2009: Hourly (37.5 tr. week)
Employees hired on or | Employees hired after
before March 30, 2009 | March 30, 2009

Start 491.53 501.36 501.36 13.37

After 6 months 517.87 528.23 528.23 14.09

After 1 year 544.16 555.04 555.04 14.80

After 1 4 years 570.46 581.87

After 2 years 596.78 608.72 608.72 16.23

After 2 4 years 621.69 634.12

After 3 years 646.63 659.56 659.56 17.59

After 3 ' years 672.93 686.39

After 4 years 697.87 711.83 711.83 18.98
Group 1B - Reporter/Photographer, Sports Editor

January 13, 2008 January 5, 2009 Hourly (37.5 hr wk)

Rate 722.94 737.40 19.66
In order to advance to the Group 1B level, a Group 1A employee must have reached the four-year rate for
at least six (6) months, and must have demonstrated the ability to competently perform all Editorial
Production Functions. The company and Union recognize that, because of technological advances and
workplace factors, the definition of Editorial Production Functions is not static. The Company is
committed to providing training to keep pace with further technological advancements. Any situations
which arise where it is identified an employee has not attained the necessary skills, will be adjudicated by
a joint panel of company and union representatives, whose unanimous decision shall be the determining
factor with respect to such advancement.
Group 2- Assistant Editor New Hamburg

January 13, 2008 January 5, 2009 Hourly (37.5 hr wk)

Rate 735.49 750.20 20.01
Effective the first Monday in January 2010 and January 2011, the wage grids shall be increased by the
annual average percentage change in the CPI for Ontario as released by Statistics Canada, but the
minimum increases shall be no less than one percent (1%) and the maximum shall be no more than three
percent (3%). The annual percentage change in CPI will be based on the November to November CPI
rates.
Full-time employees shall be entitled to the following benefits in accordance with past established
practice: Medical/dental plan, life insurance and accidental death and dismemberment, sick leave, and
pension plan.
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LETTER OF UNDERSTANDING #3
“Advertorial” Assignments

March 26, 2009

It is agreed that the Employer will not assign employees’ to write ‘advertorial’ copy for material paid for directly
by advertisers. Where any employee agrees to write same, he or she shall be paid extra at freelance rates and will
have the right to the material running without by-line.

FOR THE EMPLOYER FOR THE UNION
4B w92

Brenda Biiler Gary Ellis

Senior VP of Human Resources National Refresentative

LETTER OF UNDERSTANDING #4
Sick Leave Plan

March 26, 2009

The Accumulated Sick Leave Plan will end effective the final day of the term of the collective agreement-“the
termination date”. In lieu of continuing the Plan, the Company will provide all members of the program who are
employed at the termination date of the program and who have an earned balance under the program, with a lump
sum payment in lieu of continuation of the Plan according to the following table:

90 day earned balance at termination date $5,000.00
80 to 89 days earned balance at termination date $1,600.00
70 to 79 days earned balance at termination date $1,400.00
60 to 69 days earned balance at termination date $1,200.00
25 to 59 days earned balance at termination date $1,000.00
10 to 24 days earned balance at termination date $ 750.00
Under 10 days earned balance at termination date $ 0.00

These payments are eligible for transfer to an employee’s RRSP, provided they have contribution room in the year
the payment is made.

Employees who elected to do so in 2004, were allowed to utilize up to five days per year of their accumulated
bank as paid time off and that practice will continue for the term of this Agreement. The company is prepared to
offer the opportunity to utilize banked days towards paid time off at the rate of up to five days per year to all
employees with an earned balance under the plan, for the term of the Agreement in lieu of a lump sum payment at
the termination date.

FOR THE EMPLOYER: FOR THE UNION

Brenda Biller Gary Ellis
Snr. VP Human Resources National Re
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LETTER OF UNDERSTANDING #5
Health Care Benefits

March 26, 2009

In light of the Company’s desire to contain benefit costs in future as well as the parties mutual interest in
sustaining a fair and competitive level of benefits, the parties agree to meet during the life of the agreement to
discuss ways of containing and reducing benefit costs. Where the parties are able to identify cost savings, the
Company agrees to re-invest fifty percent (50%) of the savings into new and/or modified benefit provisions.

FOR THE EMPLOYER FOR THE UNION
Brenda Biller Gary Ellis
Senior VP of Human Resources National Reprgsentative

LETTER OF UNDERSTANDING #6
On-line Publishing

March 26, 2009

The Parties are in agreement that the Company will continue to prosper if it diversifies the publishing of its media
content to include a significant emphasis on the internet and that it is in the best interests of all employees to
contribute to the success of diversification.

The Parties further agree that achieving success will require a significant commitment of financial and human
resources by the Company.

1.) Facilitating the sharing of editorial content, projects and ingenuity.

2.) Acknowledging that diversification of media publishing has created on-going change, reasonable
adjustments in processes, deadlines and priorities will occur. This includes the expansion of on-line
publishing and other internet based products.

3.) The Company is committed to continuing its efforts to train bargaining unit members in the
appropriate hardware, software, equipment and other requirements of work.

4.) The Company acknowledges that the creation of quality on-line and in-paper editorial content is
primarily the responsibility of bargaining unit staff.

5.) The Union/Management Joint Committee will be responsible for discussing the integration of
internet publishing in the newsroom including staffing levels, workload issues, reporting structures
and ensuring that all staff are aware of the evolving internet initiatives and all methods necessary to
realize the success of these initiatives.

6.) Any recommendations proposed by the Union/Management Joint Committee that would impact the
collective agreement or impinge on the reserved rights of management would be subject to
ratification by respective principles.

FOR THE EMPLOYER FOR THE UNION
Brenda Biller
Senior VP of Human Resources National Representative
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LETTER OF UNDERSTANDING #7
Mileage

March 26, 2009

The Company and the Union have undertaken a review of mileage, and the use of the data from Runzheimer
versus others. In the event the parties agree to another method or data supplier as a result of this review, then the
methodology and supplier will apply for the balance of the term of this agreement

FOR THE EMPLOYER FOR THE UNION
Brenda Biller Gary Ellis
Senior VP of Human Resources National Répresentative
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