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Preamble

This Agreement is made effective by and between THE ISLAND PACKET AND BEAUFORT
GAZETTE NEWSPAPERS hereinafter known as “the Publisher,” “the Employer,” or “the
Company,” and the Washington-Baltimore News Guild-CWA, Local 323035, of The
NewsGuild-CWA, AFL-CIO-CLC, hereinafter known as “the Guild” or “the Union,” for itself
and on behalf of all employees of the Employer described in Article 1.

Article 1: Coverage and Jurisdiction

1. This Contract covers all full-time and part-time newsroom employees of the Employer
excluding only managers, confidential employees, guards and supervisors as defined by
the National Labor Relations Act.

The following positions are excluded from the contract:

President/Editor

Senior Editor

Editorial Board

Regional and/or cross-functional employees employed by other McClatchy
newsrooms

2. Performance of the following, whether by presently or normally used processes or
equipment or by new or modified processes or equipment, shall be assigned only to
employees covered by this Contract.

a. The kind of work either normally or presently performed by employees within the
bargaining unit covered by this Contract.

b. Any kind of work similar in skill, or performing similar functions, as the kind of
work either normally or presently performed by employees in the bargaining unit.

c. Any other kind of work assigned to be performed permanently by employees in
the bargaining unit.

3. The Employer shall have the right in its discretion to adopt new technology, to install
new software or equipment, and to use a new process for the performance of work
presently or historically performed by employees covered by this Contract. To the
greatest extent practicable, the Employer shall give the Guild at least thirty (30) days’
notice prior to the installation of such software, equipment, or technology.

4. The Employer is free to use stringers so long as such use does not directly result in the
layoff of an employee, elimination of a bargaining unit position or a reduction of
bargaining unit hours. The News Department manager and supervisors may create and
publish content and perform other bargaining unit functions as needed, so long as such
work does not result in the layoff of an employee, elimination of a bargaining unit
position or a reduction of bargaining unit hours. An employee promoted out of the unit
shall not continue to perform their bargaining unit duties, unless otherwise mutually
agreed for coverage and/or transition purposes.



5. The Employer may use wire services or other outside providers to obtain world, national,
regional, or otherwise relevant and unavailable content.

Article 2: Union Shop/Rights

1. Employees covered by this Agreement shall have the right to belong or not belong to the
Guild, and the right to pay or not pay dues and/or fees to the Guild if they are not
members.

2. There shall be no interference or attempt to interfere with the lawful operations of the
Guild in the performance of its duties as the bargaining agent for the employees covered
by this Agreement.

3. While the Island Packet continues to occupy its current premises at 10 Buck Island Road
in Bluffton, the Company shall provide the Guild with access to one of the shared
conference rooms upon reasonable notice to the Employer in order to meet with
employees. Such meetings shall take place during lunch, breaks or other unpaid
time. Should the Company cease to occupy the 10 Buck Island Road location, the parties
agree to meet to discuss potential meeting spaces.

4. The Publisher agrees to provide bulletin boards suitably placed for the exclusive use of
the Guild.

Article 3: Dues Check-Off

1. Upon an employee’s voluntary written assignment, the Employer shall deduct from such
employee’s earnings on each pay period and pay to the Guild no later than the 10th day
of each month following the month dues are deducted, an amount equal to Guild dues and
assessments. Such amounts shall be deducted from the employee’s earnings in
accordance with the Guild’s schedule of rates furnished to the Employer by the Guild.
Such a schedule may be amended by the Guild at any time. An employee’s voluntary
written assignment shall remain effective in accordance with the terms of such
assignment.

2. The dues deduction assignment shall be made upon the following form:

Assignment and Authorization to Deduct Guild Membership Dues To: The Island Packet
and Beaufort Gazette.

| hereby assign to The Washington-Baltimore News Guild and authorize the Employer to
deduct each pay period from my earning as an employee, an amount equal to Guild dues
and assessments as certified by the Treasurer or designee of the Guild starting in the first
pay period in the month following the date of this assignment. | further authorize and



request that Employer to remit the amount deducted to the Guild not later than the 10th
day of the month following the month in which dues are deducted.

This assignment and authorization shall remain in effect until revoked by me but shall be
irrevocable for a period of one year from the date appearing below or until the
termination of the contract between the Employer and the Guild, 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 year each
or for the period of each succeeding applicable contract between the Employer and the
Guild, whichever period shall be shorter, unless written notice of its revocation is given
by me to the Employer and to the Guild 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 year, or of
each applicable contract between the Employer and the Guild, whichever occurs sooner.
Such notice of evocation shall become effective for the calendar month following the
calendar month in which the Employer and Union receives it.

The assignment and authorization is voluntarily made in order to pay my equal share of

the Guild’s costs of operation and is not conditioned on my present or future membership
in the Guild.

Employee’s signature

Date signed

Article 4: Employee Information

1. Annual Employee Information

The publisher shall furnish the Guild annually the following information in connection
with employees represented by the Guild:

name

date of hire

job title

rate of pay

work location

date of birth

race/ethnicity, if identified

gender or gender identity, if identified
home address
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2. Bi-Monthly Employee Information
The Publisher shall notify the Guild bi-monthly, in writing or electronically, of:

a. Any changes in section 1 above and effective date.

b. Merit raises.

c. Resignations, terminations, discipline, retirements, deaths, promotion and/or
transfers out of the bargaining unit of bargaining unit employees, and respective
dates.

Article 5: Hiring of Employees

1. The Employer shall notify the Guild of each vacancy or new position it intends to fill and
that has been approved to be filled on the Company’s applicant tracking system and such
postings shall be made available to employees on McClatchy.com/careers. The Employer
shall post any such positions for a minimum of seven days to allow employees to apply.
Postings shall set forth the qualifications and requirements for the position.

2. The Employer adheres to and supports a hiring policy which affords equal opportunity to
qualified individuals regardless of their race, creed, color, national origin, ethnicity, age,
gender, gender identity, religion, marital status, parental status, family care status,
citizenship, sexual orientation, medical condition, physical disability, mental condition,
veteran status, or ancestry, or any other characteristic protected by local, state or federal
law. The Employer will consider qualified applicants referred by the Guild.

3. Inseeking job applicants, the Employer will continue to make significant effort to recruit
broadly and to foster a diverse applicant pool. The Employer will furnish job vacancy
postings that have been approved to be filled to representatives of the following
organizations (and additional organizations the parties may agree to) and the application
system will ask applicants to note where they saw the job posting, via the email addresses
specified below, but is not obligated to advertise or pay a job board listing fee:

National Association of Hispanic Journalists (info@nahjcareers.org);

National Association of Black Journalists (info@nabj.org);

Native American Journalists Association (contact@naja.com);

Asian American Journalists Association (national@aaja.org);

National Lesbian and Gay Journalists Association (info@nlgja.org);

Association for Women Journalists, Journalism and Women Symposium;
support@jaws.org - Designated historically Black colleges and universities (Guild
to provide email addresses).

The Guild will share other outlets and organizations for the Employer to consider in
promulgating its job postings.



4. The Employer will provide reasonable accommodation to qualified individuals with
disabilities in compliance with all local, state and federal laws.

5. A newly hired employee shall be subject to a probationary period of ninety (90) calendar
days. By mutual agreement of the Guild and the Company an employee’s probationary
period may be extended by up to ninety (90) additional days. During this probationary
period (which includes the first day of employment), the employee may be discharged
with or without cause. Any dismissal of an employee during the probationary period shall
not be subject to the Grievance and Arbitration provisions set forth in Article 9.

6. If, in the opinion of the Employer, the employee has proven their competency in less than
the trial period, nothing shall prohibit the Company from lifting the probationary period
at any time.

7. The Employer shall give reasonable, advance notice to a probationary employee of any

weaknesses that may exist in their performance that, if not corrected, could result in their
discharge prior to or on the expiration of their probationary period.

Article 6: Layoff and Recall

1. There shall be no dismissals except for just and sufficient cause or to reduce the force.
The term, “reduce the force” as used herein, shall be construed as synonymous with
layoff for economic reasons and/or “staff reductions.”

2. To the greatest extent practicable, the Publisher shall give the Guild at least forty-five
(45) days advance notice of its intent to conduct a layoff. The notice shall be in writing
and shall include the reasons for the layoff, and the position(s) affected. The Guild may
promptly offer possible alternatives to the layoff for the Company’s consideration. After
considering the Guild’s proposed alternatives, the Publisher’s final decision to implement
layoffs shall not be subject to the grievance and arbitration provisions of Article 9.

3. When deciding on layoffs, the Publisher shall give consideration to the work to be done
and the seniority, previous journalism experience, skills, previous job performance,
attendance record, training and other qualifications of employees covered by this
Agreement. If all of the aforementioned qualifications, in aggregate, are equal, the least
senior employee shall be laid off. The Publisher may elect, in its discretion, to solicit
volunteers to be laid off. If the Company does request voluntary layoffs it shall not be
required to accept the offer of any employee who volunteers to be laid off. In instances
of voluntary layoff, Employees volunteering for layoff shall receive the same layoff
benefits per Article 7 Severance, as if involuntarily laid off. At the Publisher’s discretion
laid off employees may be excused from work during the notice period.

4. Within seven (7) calendar days after the employee is notified of their layoff, the laid off
employee shall notify the Publisher, in writing whether they want to have their name
placed on the rehire list. Except for employees who volunteer for a layoff, laid off
employees shall be placed on the recall list for eighteen (18) months. The Employer shall
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notify individuals on the rehire list of each new vacancy in the bargaining unit and laid
off employees shall be rehired in order of seniority, unless the more senior employee is
less qualified — per the criteria in Section 3 above — to perform the work. Employees
rehired shall receive the rate of pay they had at the time of layoff, plus any increases they
would’ve received if not laid off. Re-hired employees shall have their full seniority
restored.

5. Any notice of re-employment eligibility to an employee who has been laid off shall be
made by email to their last known email provided by the individual. The employee must
respond within five (5) business days of receipt or will be subject to removal from the
recall list.

6. Where seniority is cited in this Collective Bargaining Agreement, it shall be calculated
from date of hire or most recent rehire date.

7. The Publisher 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 shall also determine coverage
priorities and the type of work to be performed. The Publisher recognizes that substantial
additional duties imposed on employees may impact an employee's ability to perform
their on-going duties.

8. The Publisher may enter into individual discussions with employee(s) and may offer
monetary payments or other incentives in exchange for an employee’s voluntary
termination of employment. The Company shall notify the Union in advance of the terms
of any such offers to be made to employee(s).

Article 7: Severance

1. When a regular full-time employee covered by this agreement is laid-off, the employee
shall receive two (2) weeks’ severance pay for every year of full-time equivalent service
(prorated for fractional years of service) up to a maximum of twenty-six (26) weeks.
Such pay shall be computed at the employee’s current rate of base pay excluding any
overtime, shift or job differentials or any other premium or additional compensation, and
shall be paid on a bi-weekly basis. Any employee who is laid off and who would be
entitled to less than four (4) weeks of severance under the formula above shall receive a
minimum of four (4) weeks of severance pay regardless of their length of service.

2. Severance pay shall be paid to part-time employees on a bi-weekly basis in amounts
totaling a full severance amount equal to one week of pay for every year of service (pro-
rated for fractional years of service) up to a maximum of thirteen (13) weeks. Such pay
shall be computed at the employee’s current rate of base pay excluding any overtime,
shift or job differentials or any other premium or additional compensation, and shall be
paid on a bi-weekly basis. Any employee who is laid off and who would be entitled to



less than two (2) weeks of severance under the formula above shall receive a minimum of
two (2) weeks of severance pay regardless of their length of service.

3. Severance pay need not be paid to an employee discharged for self-provoked discharge
for the purpose of collecting severance pay, to temporary employees (including interns),
or to an employee who retires from The Company or who leaves of his or her own
volition. The payment of severance in any of these cases shall be optional with the
Publisher.

4. From severance pay the Publisher may deduct any levy or tax to which the employee is
subject under state or federal legislation.

5. A person re-employed who has received severance pay becomes a new employee of the
Publisher as regards to severance pay.

6. If an employee eligible for a severance benefit dies, after the employee has been
terminated but before the severance payment has been made, the Company shall pay the
severance amount to the employee's beneficiary, or the employee's estate, if no
beneficiary has been designated.

7. In addition, The Publisher shall pay the balance of the COBRA premium for three (3)
months or until the employee receives health coverage from another employer, whichever
comes first, provided the employee pays a portion equal to the active employee premium
for the plans in which the employee and/or dependents are enrolled at the time of
termination.

8. Inorder to receive the severance payments, and if applicable, COBRA subsidy, an
affected employee must sign a valid waiver and release agreement attached as Appendix 1.

Article 8: Discipline

1. There shall be no discipline without just and sufficient cause.

2. Progressive discipline will generally be represented by the following:
Oral Warning

Written Warning

Final Written Warning and / or suspension

Discharge

3. All discipline is subject to the just and sufficient cause standard and the grievance and
arbitration process set forth in this Agreement. The reason for any written warning, final
written warning, suspension and/or discharge shall be made in writing to the employee at
the time of the discipline. The Parties recognize that these steps are not mandatory and
that there are certain offenses (including but not limited to serious Code of Conduct
violations, serious Newsroom Ethics violations, acts of violence, theft or dishonesty,



threats to others, plagiarism, fabrication of sources etc.) and/or circumstances that
warrant discipline without progressive discipline, up to and including termination.

4. Before any meeting that might result in discipline, or is for the purpose of imposing
discipline, the Employer shall notify the employee of his or her right to have a union
representative present at such a meeting.

5. An employee shall receive a copy of any documents the employee signs and/or
acknowledges that will be placed in their electronic personnel file, including but not
limited to commendations, and disciplinary materials. The employee shall be allowed to
place a reply to any such statement or documents into their electronic file. An employee
and the Guild shall have the right to examine their electronic file at reasonable times. In
the ordinary course, employees shall receive copies of written comment concerning the
employee received from the public by the Publisher or Editor.

Article 9: Grievance and Arbitration

1. Grievance Definition

The term “grievance” shall mean any dispute between the Publisher and the Guild, or
between the Publisher and any Employee covered by this Agreement, involving the
meaning, interpretation, application, or alleged violation of the provisions of this
Agreement, or the discharge or other discipline of employees. It is agreed between the
parties every effort be made to maintain a harmonious relationship. To this end both
parties will give prompt attention to disputes and will in good faith endeavor to settle all
differences by amicable discussions.

2. Grievance Procedure

Step 1

Should the procedure above fail to solve the problem, a grievance shall be filed in writing
within fourteen (14) calendar days after the action, inaction, occurrence or condition
constituting the grievance occurred, or within fourteen (14) calendar days after any of the
above reasonably should have been known to the Guild with reasonable diligence,
whichever date is earliest. The grievance shall specify the nature of the grievance and the
contractual article or articles, if any, upon which the grievance is based. Should the
grievance originate with the Company, the Editor (or other designated Company official)
shall notify in writing the Guild Unit Chairperson (or other designated Guild official) of
the grievance and request a meeting within fourteen (14) calendar days after the action,
inaction, occurrence, or condition constituting the grievance, or within fourteen (14)
calendar days after any of the above reasonably should have been known to the Company
with reasonable diligence. The Publisher (or Guild) agrees to convene a Step 1 meeting
within fourteen (14) calendar days of the written notice by the Guild (or Publisher). The
meeting should include the grievant(s) and a Guild steward/officer or Guild Local
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Representative and no more than two representatives from management. The Publisher
(or Guild) shall respond in writing within fourteen (14) calendar days of the Step 1
meeting.

Step 2

If the grievance is not resolved, abandoned, or withdrawn through the Step 1 process, the
Guild or the Company, as the case may be, shall have fourteen (14) calendar days after
the receipt of the written response to request a step 2 meeting. The Publisher (or Guild, as
the case may be,) agrees to convene a Step 2 meeting within fourteen (14) calendar days
of the Step 2 request. The meeting should include the grievant(s) and a Guild
steward/officer and/ or a Guild Local Representative. An equal number of managers shall
be allowed to attend. The Publisher (or Guild, as the case may be,) shall respond in
writing within fourteen (14) calendar days of the step 2 meeting.

Any agreement reached during Step 1 or Step 2 shall be final and binding on the
employee, the Guild, and the Publisher.

. Arbitration

If no settlement of the grievance is reached in step 2, the grieving party may, within thirty
(30) calendar days of receipt of the written response in step 2, submit a demand to the
other party for binding arbitration. If, on initiation of arbitration, the parties cannot agree
on the impartial arbitrator, then the Federal Mediation and Conciliation Service (FMCS)
will be requested to designate a panel of nine arbitrators, and the arbitrator shall be
selected by the parties alternately striking names from the list until one name remains and
that person shall be the arbitrator. The party to make the first strike will rotate with each
panel. If the arbitrator selected is not available for an unreasonable amount of time the
parties may mutually agree to request a new panel from FMCS. All costs of such
arbitration shall be borne equally by the parties. However, each party shall bear its own
cost of advocacy and witnesses. No party shall be obligated to pay any part of the cost of
a stenographic transcript without express consent. If only one party wishes to have a
transcript of the hearing, the other party shall not have access to the transcript. Each party
shall have the right to appearance by counsel of its choice and to present evidence subject
to the right of cross examination. Each party shall have the right to present written
arguments by brief after the close of the evidence. The decision of the arbitrator shall be
in writing and signed by the arbitrator.

In the event there is a dispute between the parties involving the discharge of employees
covered by this Agreement, the parties agree that the Guild Administrative Officer or
designee and the Editor or designee will meet within seven (7) calendar days following
notice to the Guild of such discharge. If the dispute is not settled within that seven (7) day
period, the Guild may move to arbitration within fourteen (14) calendar days following
the Company’s response to the Guild following the meeting. The Guild and the Publisher
will select an arbitrator within ten (10) working days of the notice to move to arbitration
by using the procedure provided in Section 3 above. The arbitrator selected must agree to
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render a decision within seventy-five (75) calendar days after the close of the hearing, or
receipt of all post-hearing briefs from the parties, whichever is later.

5. Bargaining unit employees may act as union stewards on paid time. Stewards shall be
allowed reasonable release time to investigate, process and present grievances during
work time with approval from the supervisor provided that the supervisor has been given
proper notification, either via phone call or in writing, of the steward’s need to conduct
Union Representation work. Such approval shall be based upon coverage and reporting
needs and will not be unreasonably denied.

6. Deadlines — The Publisher and the Guild may mutually agree to extend the deadlines set
out in each step of the grievance and arbitration procedure. Any request to extend a
deadline must be made before the deadline has passed. Any agreement to extend a
deadline or to permit an untimely request for an extension or an untimely grievance shall
not be precedential. Absent an agreement to extend the deadlines, a failure of a party to
meet a deadline shall result in the grievance being deemed waived (if they are the
grieving party) or the grievance automatically advancing to the next step (if they are the
responding party).

7. Renewal or extension of this Agreement and the terms of any successor agreement are
not subjects of any grievance or arbitration under this Agreement and are beyond the
jurisdiction of any arbitrator.

8. Any decision, award, determination, or other action by any arbitrator shall be subject to
judicial review by courts of competent jurisdiction in accordance with applicable
provisions of the law, including but not limited to those relating to vacating arbitration
decisions and the interpretation and construction of agreements.

Article 10: Non-Discrimination

1. The Publisher shall not discriminate in matters of hiring, training, promotion, transfer,
layoff, termination or otherwise because of race, color, religion, national or ethnic origin,
ancestry, physical or mental disability, age, marital or parental status, pregnancy, genetic
predisposition or carrier status, sex or sexual orientation, gender identity, military or
veteran status, or any other characteristic protected by local, state or federal law. The
Publisher agrees not to discriminate against any employee because of their lawful activity
as a member of the Union or any job candidate because of previous union activity.

Article 11: Harassment-Free Workplace

1. In accordance with the Company’s Anti-Harassment Policy (Appendix 2), the Company
shall provide employees with a work environment that is free of harassment on the basis
of race, color, religion, sex, sexual orientation, gender identity, genetic information,
national origin, age, disability, veteran status or any other legally protected status. It is the
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responsibility of all employees of the Company to ensure that no employee is illegally
discriminated against. Harassment of any employee or vendor is strictly prohibited.

Article 12: Hours of Work and Overtime

1.

For full-time employees the standard work week shall be forty (40) hours, five (5) days
per week.

The standard working day shall generally consist of eight (8) hours falling within eight
and one-half (8.5) consecutive hours. Exceptions may be made upon the mutual
agreement of the employee and the Publisher.

The Publisher shall compensate non-exempt employees for overtime at the rate of time
and one-half of the employee’s regular hourly rate. Overtime shall be defined as hours
worked beyond forty (40) hours in a work week. The Publisher will endeavor to evenly
distribute overtime and rotate overtime so that no single employee is burdened with
excessive amounts of overtime work except where operational and skill requirements do
not permit. Compensatory time may be approved in lieu of overtime upon mutual
agreement of the employee and the Employer.

a) The Publisher shall cause a record of all overtime to be kept with such record to
be made available to the Guild upon request. Employees shall be responsible for
entering their work hours, including overtime work hours, into the Company’s
timekeeping system (Kronos).

b) No employee shall, without his or her consent, be scheduled to work more than
six (6) consecutive days without being given at least one (1) day off in two
calendar weeks.

Employees may be called back to their work site or asked to come back online while
working remotely by management after their regular day or night work due to
unanticipated operational needs. Employees shall be paid for all hours worked, including
travel time, if applicable.

Consistent with past practice, when operational needs allow, employees shall be provided
reasonable time off between the completion of one shift and the beginning of the
employee’s next shift. It is agreed that operational needs may not allow for reasonable
time off between shifts for coverage of news events such as but not limited to municipal,
state and federal elections and severe weather coverage.

Employees shall be allowed to trade shifts and/or days off provided (a) no overtime shall

be paid as a result of such trade and (b) the supervisor agrees in advance to each instance
of a trade.
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a) The Guild and the Employer recognize that some employees will have regular
coverage responsibilities outside of normal working hours (i.e. attending public
meetings) and that their schedule may vary week-by-week because of these
constraints.

7. Weekend scheduling If the Employer institutes rotating weekend scheduling for
employees not consistently scheduled to work Saturday or Sunday, as is consistent with
past practice, weekend shift schedules will be set at least two (2) months in advance.

8. Time actually spent in transit by employees traveling to and from assignments shall be
considered working time. Commuting time between an employee’s home and the
Employer’s workplace, or from home to a local first assignment (within ten miles of the
office) of the day, shall not be compensable. Travel time on overnight and out of town
assignments (i.e. driving time, flight time), shall be considered working time.

9. Telecommuting - By mutual agreement between the Publisher and an employee, full-time
employees may work a 40-hour work week from locations other than the Company’s
Bluffton facility.

10. Employees scheduled to work on Saturday or Sunday as one of their regular shifts in the
five (5) day work week shall receive two (2) consecutive days off or the employee shall
have the option to split days off.

11. The Publisher may allow an employee time off for personal business or may agree to a
schedule change requested by an employee. If an employee is allowed a partial day off
during a regular working day to handle personal matters, the Publisher may require that
this time be made up within the same week but not on the employee’s day off (unless the
employee chooses to make up the time on their scheduled day off). If an employee
requests and receives a full day off, other than their regular day off, they shall make up
such time by working on one of their regular days off. Agreement to any change for
personal reasons is at the option of the Publisher, who shall not be penalized in terms of
overtime, differentials, premiums, or in any other form, for such agreement. All
applicable overtime, compensatory time, differentials, premiums, etc. shall be paid if a
requested schedule change is work related rather than for personal reasons.

Article 13: Holidays

1. Each calendar year, the Publisher shall give regular full-time employees (30 or more
hours per week) time off with pay for the following holidays:

a) New Year’s Day

b)  Martin Luther King, Jr. Day
c) Presidents Day

d)  Memorial Day

e) Juneteenth
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f)  Independence Day

g) Labor Day

h)  Thanksgiving

i)  Christmas Day

J)  The employee’s choice of a day during the calendar month of the
Employee’s birthday

k) A ‘Diversity Day,” to be named by the employee and approved by the
Employer

2. Any employee who elects or is required to work on any of these days, or the day it’s
observed shall be paid at the rate of time and one-half for all hours worked (i.e. a person
who works eight hours on a holiday receives the equivalent to 12 hours pay) unless the
employee and the supervisor mutually agree to substitute the holiday for another
scheduled workday (to be paid at regular time). With the exception of staff who normally
work on weekends, when a holiday falls on a Saturday, it will be observed on the
preceding Friday. When the holiday falls on a Sunday, it will be observed on the
following Monday. Employees who work five days during a holiday week, but not the
holiday, shall receive one day of compensatory time on a mutually agreed to substitute
date, (to be paid at regular time).

3. Religious holidays: By agreement with their supervisor, an employee may select any
three (3) cultural or religious holidays to substitute for any of the three (3) holidays listed
in Section 1 above. Such selection shall be arranged with the supervisor at the start of
each calendar year.

4. Holiday Scheduling: Holiday scheduling will be done on a voluntary basis in order of
seniority. For winter holidays, scheduling shall be completed by October 1. For Spring
and Summer holidays, scheduling shall be completed by April 1. The Publisher reserves
the right to make changes to the holiday schedule and/or to schedule an employee to
work on a holiday when an opening appears or when necessary for adequate news
coverage and/or due to breaking news or other events.

Article 14: VVacation

1. Full-time employees (working thirty (30) or more hours per week) are eligible for paid
vacation on a calendar year basis in accordance with the schedule outlined below. Paid
vacation is intended to be earned and used in the same year. The Employer shall provide
enough scheduling flexibility for employees to take their accrued vacation during the
calendar year in which it is earned.

2. Employees shall maintain the ability to roll over a maximum of ten (10) days of accrued
but unused vacation. On December 31st of each year, any such accrued but unused
vacation, up to a maximum of ten (10) days, shall be converted to Personal Bank (which
may be used but shall not be paid out upon separation). The maximum number of days
an employee may maintain in their Personal Bank at any time is capped at ten (10) days.
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3. The following schedule shows the maximum accrual amounts based on length of service:

0 — 4 Years of Service: .057693 hours of vacation for each hour of straight time
paid up to a maximum of fifteen (15) days per year
(120 Hours maximum).

After 4 Years of Service: .076923 hours of vacation for each hour of straight time
paid up to a maximum of twenty (20) days per year
(160 Hours maximum).

4. Within a year, employees shall be allowed to use up to one (1) week of vacation before it
is accrued. It is understood that this would result in a negative vacation balance, creating
a payment advance for the employee. It is agreed that if the employee has a negative
vacation balance at the time of their termination, the amount advanced by the Employer
to the employee is subject to recovery from their final paycheck. During the first year of
employment, the maximum vacation available to take by a new employee will be pro-
rated based on the employee’s start date.

5. An employee whose vacation time includes a recognized holiday shall be paid holiday
pay for the holiday and shall not be charged a vacation day for that holiday.

6. Upon termination of employment, an employee (or their estate in case of death) shall
receive accrued but unused vacation pay.

7. Employees shall schedule vacation via email with their supervisor and should request
vacation time off as far in advance as possible, and in no event, later than two (2) weeks
prior to the requested vacation if the vacation is one week or less, or three (3) weeks prior
to the requested vacation if the vacation is for more than one week. The supervisor shall
not unreasonably deny requested vacation dates but may limit the number of employees
on vacation at any given time based on operational needs. If the number of employees on
vacation must be limited, full-week vacation requests shall take priority over single-day
requests.

8. Approved vacation may only be rescinded or changed by management due to operational
emergencies and bona fide news emergencies.

Article 15: Parental Leave

The Employer will provide six (6) to eight (8) weeks of fully paid maternity leave for eligible
employees who give birth. In addition, the Employer will provide up to ten (10) weeks of fully
paid parental leave — in addition to paid maternity leave -- to employees following the birth of an
employees’ child or the placement of a child with an employee in connection with adoption,
parental surrogacy or foster-to-adopt care.
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Fully paid maternity leave for employees who give birth, begins once the child is born and
continues 6-8 weeks after the child’s birth depending upon natural or c-section delivery.

Prior to the birth of the child, if the employee giving birth to the child is released from work by
their physician, before the child’s projected due date, they will be covered during that pre-partum
period under the Company’s short-term disability program.

Eligibility
Eligible employees must meet the following criteria:

e Have been employed with the company for at least six (6) months; and
e Be regularly scheduled to work at least 30 hours per week; temporary employees
(hired for less than one year) and interns are not eligible for this benefit.

In addition, to qualify for paid parental leave employees must meet one of the following criteria:

e Have given birth to a child; or

e Be the married spouse or domestic partner of a person who has given birth to a
child; or

e Have had a child placed with them through parental surrogacy; or

e Have adopted a child or been placed with a foster-to-adopt child (in either case,
the child must be 17 years or younger). The adoption of a new spouse’s child and
temporary foster care such as respite, emergency, kinship or therapeutic foster
care, is excluded from this policy.

Amount, Time Frame and Duration of Paid Maternity and Parental Leave

Paid maternity leave benefits for employees giving birth, can commence as of the child’s actual
delivery date. The paid maternity leave program will pay six (6) weeks of base pay as a result of
a natural delivery and eight (8) weeks of base pay as a result of a c-section delivery. Paid
maternity and parental leave benefits will be paid on a biweekly basis on regularly scheduled pay
dates. All maternity and parental leave payments will be integrated with, and offset by, any
applicable local, state and/or federal paid leave or disability pay. All payments will automatically
assume participation in the applicable local, state and/or federal paid leave or disability pay
programs.

Eligible employees will receive up to a maximum of ten (10) weeks of paid parental leave per
birth, adoption, parental surrogacy or foster-to-adopt placement of a child/children. The fact that
a multiple birth, adoption, parental surrogacy or placement occurs (e.g. the birth of twins or
adoption of siblings) does not increase the ten (10) week total amount of paid parental leave
granted for that event. In no case will an employee receive more than ten (10) weeks of paid
parental leave in a rolling 12-month period, regardless of whether more than one birth, adoption,
parental surrogacy or foster-to adopt placement event occurs within that 12-month time frame.
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If an eligible employee gives birth to another child within the 12-month time frame, the
employee giving birth will be covered under the Employer’s paid maternity leave program only.
If the employee has not been released by their physician at the end of the paid maternity leave
program, the employee may be eligible for the Employer’s short-term disability program.

Each week of paid maternity and parental leave is compensated at 100 percent of the employee’s
regular straight time weekly pay, based upon their standard hours per week. Paid maternity and
parental leave will be paid on a biweekly basis on regularly scheduled pay dates.

Approved paid parental leave may be taken at any time during the 12-month period immediately
following the birth, adoption, parental surrogacy or placement of a child with the employee. Paid
parental leave may not be used or extended beyond the 12-month time frame. Paid parental leave
for the employee giving birth may begin after their paid maternity leave has ended.

Employees can take parental leave in a minimum of one-week increments and must use all paid
leave during the 12-month time frame indicated above. Any unused paid parental leave will be
forfeited at the end of the 12-month time frame.

Upon termination of the individual's employment, he or she will not be paid for any unused paid
parental leave for which he or she was eligible.

Coordination with Other Policies

Paid maternity and parental leave taken under these policies (where applicable) may run
concurrently with leave under the FMLA, any applicable state or local leave law; as well as the
company’s short-term disability program. Any leave taken under these policies that falls under
the definition of circumstances that qualify for the leave due to the birth or placement of a child
due to adoption, parental surrogacy or foster care, the leaves will be counted towards the 12
weeks of available FMLA per 12-month period, as well as applicable leaves in state and local
law. All other requirements and provisions under the FMLA will apply. In no case will the total
amount of leave - whether paid or unpaid - granted to the employee under the FMLA, exceed the
12 FMLA weeks during the 12-month FMLA period.

After the paid parental leave is exhausted, the balance of any leave may be compensated through
employee’s accrued sick, Personal Bank, vacation and personal time. The employee has the
option whether or not to use their remaining sick, Personal Bank, vacation or personal time.
Upon exhaustion of employee elected use of accrued sick, Personal Bank, vacation and personal
time, any approved remaining leave will be unpaid leave.

The company will maintain all benefits for employees during the paid maternity and/or paid
parental leave.

If a company holiday occurs while the employee is on paid maternity and/or paid parental leave,

the employee will not be eligible for holiday pay, and such day(s), will not extend the total paid
maternity or paid parental leave entitlement.
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Request for Paid Parental Leave

The employee will provide their supervisor and the People Team Leave Administrator with
notice of the request for leave at least 30 days prior to the proposed date of the leave (or if the
leave is not foreseeable, as soon as possible). The employee must complete the necessary forms
and provide all documentation required to substantiate the request.

Article 16: Sick Leave, Bereavement Leave, Leaves of Absence

1.

Sick leave is designed to protect employees against loss of income during times of
illness, injury or disability. Sick leave may be used to cover absences caused by the
iliness of or injury to the employee, domestic partner or a member of an employee's
immediate family. Sick leave also may be used for doctor and dental appointments.
Employees should notify their manager of the need to use sick leave as far in advance as
possible (unless a reasonable excuse is provided for their inability to provide such
advance notice). Employees are responsible for entering their sick day(s) into the
Company timekeeping system (Kronos).

Sick leave shall be paid at the employee’s regular rate of pay. Eligible full-time
employees shall be granted ten (10) days of sick leave each year. New employees shall be
granted upon hire a prorated amount of sick leave based on their hire date which may be
used during their probationary period. Unused sick leave shall not be carried over year to
year and may not be converted to a cash benefit and is not payable upon termination of
employment for any reason.

Part-time employees who average thirty (30) hours of work or more per week are entitled
to sick leave on a pro-rated basis.

The Employer may request the employee to provide documentation from a health care
provider if the employee has been absent due to illness or injury for three or more
consecutive days.

Jury Duty: If a regular full-time employee is called for jury duty by court subpoena, the
employee shall be given full pay. An employee summoned for jury duty or jury
qualification must notify their supervisor as soon as practicable.

Witness Duty. Employees subpoenaed to testify as a witness in any court or
administrative proceeding shall only be paid for testimony against or on behalf of the
Company in an action that is job-related.

Military Leave: Leaves of absence for the performance of duty in the U.S. Armed Forces

or with a Reserve component thereof will be granted in accordance with applicable law.
An employee may use vacation or personal leave for this purpose, at their own discretion.
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8. Bereavement Leave - Full time and regular part-time Employees shall be allowed three
(3) days paid bereavement leave in the event of a death of the employee’s spouse,
domestic partner, (step) child, mother or father, aunt, uncle, niece, nephew, mother-in-
law, father-in-law, daughter-in-law, son-in-law, grandfather, grandmother, stepmother,
stepfather, foster-parent, foster-child, sister, brother, sister-in-law or brother-in-law. Paid
bereavement leaves may be extended beyond three (3) days upon the mutual agreement
of the employee and the employee’s supervisor. Additionally, with supervisor approval
an employee may use vacation, personal leave, or unpaid leave to extend bereavement
leave and such requests shall not be unreasonably denied.

The family members included in the definition of immediate family because of
relationships by marriage (i.e. "in-laws") will also be considered part of an employee's
immediate family when the relationship is through domestic partnership. Regular
scheduled day(s) off and holidays shall not count against an employee's entitlement to
paid leave under this section, but no leave shall be granted while an employee is on
unpaid leave, except for in cases of an employee using FMLA to take care of a sick
family member who later died.

9. Definition of Domestic Partner: Defined in attachment (McClatchy Domestic Partner
Benefit Coverage Policy).

10. Union Leave: Upon request, and after management approval, unpaid leaves of absence
may be granted to delegates elected to The NewsGuild, CWA or AFL-CIO conventions
or trainings, both national and local; to delegates elected to special meetings called by
The NewsGuild; and to employees elected or appointed to local or national Guild, CWA
or AFL-CIO office or position. The number of employees allowed on a union leave shall
be limited to one at a time. Requests for such leaves must be made at least thirty (30)
days in advance. and shall include notice of the expected duration of the leave. Any
changes to the expected duration shall be called to the attention of the Employer as soon
as practicable, and no later than thirty (30) days prior to the original end date.
Management approval shall not be unreasonably denied.

Article 17: Health and Welfare, Vision, Dental and Prescription

1. The Publisher shall continue to offer insurance coverage to employees and their
spouses/domestic partners and families in effect at the signing of this contract, including
Medical, Dental, Vision, Life/Accidental Death and Dismemberment (“AD&D”)
Insurance plans, Sickness and Accident coverage (“Short-Term Disability”), Flexible
Spending Accounts (Section 125 Plan) and Section 132(f) tax-free Qualified
Transportation Benefit Accounts to eligible employees covered by this collective
bargaining agreement, upon proper enrollment. The terms and benefits of these plans
shall remain consistent with those offered to non-represented employees of the Publisher.

2. The Publisher agrees to furnish the Guild annual premium rates for The Island Packet and
Beaufort Gazette’s plans, including estimated composite premiums upon request.
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3. To the extent the McClatchy Company offers an additional health plan to other
employees at other locations and for which Island Packet employees could be eligible, the
Publisher shall provide the opportunity for employees at the Island Packet to participate
subject to negotiations on open-enrollment timing, allocations and premiums.

Article 18: Retirement Plan

1. The Employer shall continue participation in The McClatchy Company 401(k) Plan (the
“Plan”) subject to the limitations set forth in this Article.

2. Eligible bargaining unit employees are entitled to participate in The Plan on the same
terms and conditions as the Plan is available to other eligible employees of the Island
Packet. The Company has the sole and exclusive discretionary right to change or modify
the Plan or to offer a new or replacement program, and/or to transfer participants to a new
program(s). To the greatest extent practicable, the Company shall give the Guild at least
ninety (90) days’ notice of any such changes, modifications, replacement or transfers.

Article 19: Wages

1. Upon ratification of the Agreement the Employer agrees to establish a new minimum
annual salary of $45,000 (or the hourly equivalent based on a 40-hour workweek) for all
current regular full-time bargaining unit employees in the newsrooms. Any current
regular full-time journalist whose salary is below the minimum shall receive a pay
increase to the minimum. Employees with salaries above the minimum will receive a
3.0% wage increase. If the increase percentage to bring an employee to minimum salary
is less than 3.0% the employee will receive a 3.0% increase.

Upon ratification of the Agreement, the Employer shall also make a one-time payment
representing retroactivity of the new $45,000 wage minimum (or the hourly equivalent
based on a 40-hour week), retroactive to March 1, 2021, for all hours paid.

Upon the first payroll period following the one-year anniversary date of ratification of the
Agreement, all current regular full-time employees shall receive a 2.0% wage increase.
Upon the first payroll period following the two-year anniversary date of ratification of the
Agreement, all current regular full-time employees shall receive an additional 2.0% wage
increase.

Merit Pay. In addition to the increases, noted above, the Company has the discretion to
pay employees merit increases or bonuses based on performance in any given year. The
Company’s decisions to award, or not award, merit increases or bonuses to individual
employees, in whatever amounts, shall not be subject to grievance, arbitration or
bargaining with the Guild.
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For employees with similar skills and experience there shall be equal pay for equal work
or work of equal value.

No employee shall perform work temporarily or permanently, of a kind that constitutes a
double job, such as reporter-photographer, without the consent of the employee and the
Guild. The Guild shall not unreasonably deny any such requests for work coverage when
the absence of coverage would cause adverse impact to the business. It is understood that
reporters will take photos and videos in support of their reporting. It is also understood
that photographers / videographers may write limited copy in support of their visual
efforts. Employees performing duties outside their normal duties (i.e. a photographer
writing copy) shall not be evaluated on those duties.

There shall be no reduction in wages or salaries during the life of this Agreement unless
mutually agreed between the Company and the Guild.

Should the Publisher create a new job, the Publisher shall furnish the Union with the
proposed job description and the parties shall negotiate a new minimum. If the parties fail
to reach agreement on a new minimum, the issue shall be settled through arbitration as
provided in Article 9 - Grievance Procedure.

The wages established herein are minimums only. Nothing shall prevent an employee
individually bargaining for more or for the Publisher to pay current or new employees
above the minimums.

Article 20: Part-Time, Temporary Employees and Interns

1.

2.

Interns, part-time or temporary employees will not be hired where the direct result is the
layoff of a full-time employee, the elimination of a bargaining unit position or a reduction
in bargaining unit hours within the ensuing three (3) months.

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

Excluding temporarily funded positions (e.g. Report for America, Pulitzer, etc.) a
temporary employee is one employed by the Island Packet either full- or part-time for a
special project or for a specified time, or hired to substitute for one or more absent
employees, with such employment not to exceed six (6) months (which time limit may be
extended by mutual agreement). An employee, who is hired to substitute for a particular
employee absent on leave hereunder, may continue for the duration of the leave.

Interns - An intern is defined as a student currently enrolled in a college or high school
program or recent college graduates. Interns may be hired and work for the purpose of
gaining practical experience in the field of journalism as an adjunct to their educational
training. Interns shall be paid at least fifteen (15) dollars per hour.
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5. Part-time employees will be paid at least the minimum hourly wage rate specified for
full-time employees in the employees’ job title. Part-time employees shall move through
any pay progression provided for in this Agreement on a prorated basis, based on hours
worked.

6. Part-time employees will be given first consideration ahead of outside applicants to fill
full-time vacancies within the part-time employee’s job title.

7. A part-time employee shall be eligible for benefits in accordance with Company policy.
8. A part-time employee shall be excluded from the following Sections/Terms:

a) Article 13: Holidays

b) Article 14: Vacation

c) Article 15: Parental Leave

d) Article 17: Health and Welfare, Vision, Dental and Prescription

e) Article 18: Retirement Plan

9. This Article, and other provisions of this Agreement, shall not apply to freelancers and
workers employed by temporary staffing agencies.

10. For all part-time and temporary employees, the numbers of hours and/or shifts worked
each week is at the sole discretion of the Publisher.

11. Temporary employees and interns shall not be entitled to severance pay.

Article 21: Expenses and Mileage

1. The Employer shall pay all legitimate business-related expenses incurred by an employee
in the service of the Employer. Working equipment that the Employer requires
employees to use shall be provided by the Publisher, including but not limited to
adequate computers and software, note pads, photo equipment and supplies.

2. Use of Vehicles. The Employer shall compensate for the use of a vehicle in the service
of the Employer per Company policy although for the life of this Agreement the mileage
reimbursement rate shall not be less than the IRS mileage reimbursement rate then in
effect.

3. Employees assigned work by the Employer that requires more than three-hundred (300)
miles of round-trip travel shall have the option of being reimbursed for the cost of a rental
vehicle to be used for the purposes of such travel.

4. The Publisher shall provide free parking to employees at the Publisher’s 10 Buck Island
Road facility in Bluffton for as long as the Publisher maintains an office at that location.
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5. Cell Phones. Employees required to have access to a personal cellular telephone shall
have the option of: 1) a Company cell phone with an engaged WiFi hotspot; or 2) to be
compensated in the amount of twenty-five ($25) dollars per month without itemized
documentation. Should an employee seek reimbursement in excess of twenty-five dollars
($25) a month, the reimbursement shall be based upon the prorated business use of the
personal cell phone and/or internet/data plan as demonstrated with supporting
documentation submitted to the Publisher.

6. During the pendency of the work-from-home period necessitated by the COVID-19
pandemic, and during any future period that the Publisher directs and/or requires
employees to work from home on a long-term basis, the Publisher shall provide a
monthly stipend of fifty dollars ($50.00) (subject to applicable taxes and withholdings).

7. Moving Expenses. Newly hired employees relocating from a distance of greater than one
hundred (100) miles away from Bluffton to take a position with the Publisher, shall be
reimbursed a minimum of five-hundred dollars ($500) (subject to applicable taxes and
withholdings) for documented relocation expenses. Employees who voluntarily leave
employment or who are discharged for cause before one year, shall be required to repay
the relocation reimbursement.

8. The Employer shall provide the employee with a free digital subscription to all

McClatchy newspapers to employees who complete the registration process using a
Company email address.

Article 22: Privilege Against Disclosure

1. The Publisher shall adhere to company policies regarding protecting employees’
confidential sources and will make all reasonable efforts to protect from disclosure to
third-parties the knowledge, information, notes, records, documents, films, photographs
or tapes or the source thereof, which relate to news, commentary, advertising or the
establishment and maintenance of the employee's sources, in connection with
employment.

2. The Employer shall notify the employee concerned, of any demand on the Employer for
such surrender or disclosure or authentication. An employee shall notify and discuss any
such demand with the Editor.

3. Ifin the opinion of the Editor, it is in the best interest of the Island Packet to resist such
attempts to obtain such information, and if the employee is proceeded against under law
on account of refusal to surrender or disclose or authenticate, the Employer shall move to
join as a party to such proceedings; shall meet all expenses incurred by the employee,
including fees and expenses of legal counsel (counsel to be mutually agreed upon by the
employee and the Employer), and shall indemnify such employee against any monetary
loss including but not limited to fines, damages or loss of pay.
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4. Itis agreed that if the conditions described in Paragraph 3 are met, in no case shall an
employee suffer loss of wages, employee status or benefits under this Agreement as a
result of refusal to surrender or disclose or authenticate to any third party.

Article 23: Training

1. The Employer shall provide new hire training tailored to individual job classifications
and job responsibilities. Through the Labor Management Committee, the Employer and
Guild shall create a plan for new hire training subject to approval at the discretion of the
Publisher. The Employer shall not require employees outside of those in supervisory
roles to conduct new hire training, mentorship or other introductory tasks outside of paid
working hours. Employees assigned to assist in new hire training or mentorship shall
have their day-to-day duties reassigned as necessary to accommodate the time spent on
such training and mentoring efforts. An employee assigned to mentor or train a new hire
shall not be involved in the evaluation meeting of the new hire.

2. The Publisher shall provide training opportunities to bargaining unit employees who are
interested in enhancing skills for a possible promaotion, for their current position and for
expanding skills for other roles. This shall include support for outside professional
development opportunities such as conferences or workshops subject to budgetary
constraints. The Employer shall inform employees annually of the amount of money
available for training.

3. Employees shall be reimbursed for pre-approved and pre-authorized travel and lodging
expenses incurred during conference and training travel, including transportation,
registration fees, accommodations, and meals or applicable per diem in accordance with
Company policy.

Article 24: Labor Management Committee

1. The purpose of the Labor Management Committee (LMC) is to promote communications
and problem solving, to avoid misunderstandings and to resolve issues as quickly as they
arise. The LMC cannot change the language of the collective bargaining agreement. The
LMC is empowered to deal with subjects outside of the labor agreement as well as with
the application of the agreement. Any topic proposed to be addressed through the LMC
may be rejected by the other party. Details of LMC discussions shall be confidential and
off the record, except discussions may be reported to bargaining unit members and to
newsroom management but shall not be disclosed to outside sources.

2. The LMC shall consist of a representative or representatives from each Party (not to
exceed two) except by mutual agreement from each Party. Representatives shall be
designated at the time of each meeting and may differ each time a meeting is called. The
LMC shall meet as needed. Both Parties agree to make themselves available in a
reasonable manner.
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3. Guild and company representatives will meet twice a year to discuss current business
strategies and how employees can be involved in meeting revenue goals.

Article 25: Miscellaneous

1. Outside activity:

a. Employees shall be free to engage in activities on their own time not performed
by enterprises in competition with The Island Packet and Beaufort Gazette or
other McClatchy products or publications. The Publisher or its representative
shall reasonably determine what is considered competition, and approval for
outside activities shall not be unreasonably withheld. Employees are prohibited
from engaging in activities that would compromise the editorial integrity of The
Island Packet. Without written permission from the Publisher or its
representatives, no employee shall use the name of the Publisher or their
connection with the Publisher or other materials of the Publisher to exploit in any
way their outside activities.

b. Itis recognized that an employee may engage in some activities or work restricted
by (a), provided the employee has informed the Publisher in writing or by email
and the Publisher or its representative has approved of the proposed activities or
service in advance.

2. Bylines: An employee’s byline on a specific story shall not be used over their protest.

3. Corrections: If a question arises as to the accuracy of printed material, no correction or
retraction of that material, or insertion of additional material, shall be printed until the
Publisher has made a reasonable effort to consult with the employee concerned.

4. Handbook: Employees will adhere to the McClatchy Employee Handbook. The Company
will advise the Union of any substantive proposed handbook revisions or additions, and
upon request shall bargain over any substantive changes to the terms and conditions of
employment. If there are conflicts between the Employee Handbook and the Collective
Bargaining Agreement (CBA), the CBA shall be controlling.

Article 26: Successorship

1. This Agreement shall inure to the benefit and be binding upon the parties hereto, their
successors, administrators, lessees and assigns. In the event the Employers sells,
transfers, leases or assigns the business, a function of the business or any part of its
operation, the Employer agrees that it shall give written notice of this Agreement and of
all the clauses contained herein to any prospective purchaser, transferee, lessee or
assignee.
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Article 27: Severability

In the event that any provision of this Agreement is declared illegal, invalid and/or unenforceable
by any court of competent jurisdiction the parties agree that all other provisions not declared
invalid shall remain in full force and effect.

Article 28: Hazardous Assignment

1. Anemployee carrying out authorized work involving hazardous conditions shall be
reimbursed by the Company for loss of or damage to their property, authorized for use on
such assignments when such loss or damage is directly related to the hazardous condition.
In connection with loss or damage to an automobile that is directly related to the
hazardous condition, the Company shall reimburse the employee for the deductible
associated with their insurance policy.

2. Hurricanes. If the employer requires employees to remain in an area where a hurricane
evacuation has been ordered, the employer shall provide safe and adequate shelter, food
and safety equipment.

a. If the Employer chooses to evacuate employees while requiring them to continue
working, the Employer shall provide adequate lodging until such time that it is
safe to return to the evacuated area.

b. The Employer may request, but shall not require, volunteers to house other
McClatchy employees during hurricane coverage without compensation. There
shall be no discipline, or other adverse consequences of any manner, for
employees who decline such a request. Incremental food expenses associated with
such volunteer housing may be submitted to the Company for reimbursement as a
business expense. In all instances the Employer will provide as much advance
notice as possible.

c. Inaccordance with past practice, it is agreed that employees will work with
editors to define a reasonable work schedule prior to these events and allow for
adequate time off after the storm has passed.

d. The Employer will meet with employees and update the base hurricane plan
including assignments, embedding information and expectations each year no
later than July 1.

Article 29: Duration and Renewal

1. This Agreement shall take effect January 6, 2022 and continue in force until January 5,
2025. Upon notice and within ninety (90) days prior to the expiration date of this
agreement, the Employer or the Guild may initiate negotiations for a new Agreement.
The terms and conditions of this Agreement shall remain in effect during such
negotiations; provided, the provisions of this Agreement shall terminate if and when any
one of the following conditions occur:
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There is a legal impasse in negotiations;

There is a strike;

The Company engages in a lockout;

The parties reach agreement on a new contract ratified by the bargaining unit.

o0 o

Article 30: No Strike — No Lockout

1. During the term of this Agreement the Guild and its agents will not cause, permit,
condone, encourage or sanction and no employee or employees of the Publisher will
participate or engage in any strike, slow-down, sick-out, cessation of work, withholding
of services, or work stoppages, or interference with the operations of the Publisher or sale
or distribution of its products directed against the Publisher. Any employee or employees
covered by this Agreement engaging in any such activity may be subject to discipline up
to and including discharge.

2. During the term of this Agreement the Publisher agrees it will not engage in any lockout
of its employees covered by this Agreement.

Article 31: Management Rights

Except as otherwise provided in this Agreement, the Publisher retains all the rights and functions
of management that it has by law. As long as the action of the Publisher does not violate this
Agreement, it shall have the right to manage the business and direct the work force.

The functions listed in this Article are some illustrations of the responsibilities retained by the
Publisher and are not intended as an all-inclusive list. The management of all of the Publisher 's
operations; determining methods of operation and production; the direction of the employees,
including but not limited to, the right to control all the operations or services to be performed in
the newsroom or by the employees of the company; to decide what work shall be performed in
the newsroom or by employees; to schedule working hours; to hire, promote and demote, to
transfer, to suspend, discipline, discharge for just cause; to enforce reasonable rules and
regulations; to establish and measure performance standards; to introduce new and improved
methods, materials, equipment or facilities; to change or eliminate existing methods, materials,
equipment or facilities; and to close the business for any reason providing notice is given to
employees, are among the responsibilities vested exclusively in the Company, unless otherwise
specifically limited by this Agreement.

It is agreed that the enumeration above of management rights, which are exercisable in the
Publisher’s discretion, shall not be deemed to exclude other management rights not herein
specifically enumerated which the Publisher shall have the right to exercise in its discretion,
provided only that the exercise of such rights shall not be in conflict with the Agreement.
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The exercise or non-exercise of rights hereby retained by the Publisher shall not be deemed a
waiver of any such right or prevent the Publisher from exercising such rights in any way in the

future.

Signed effective the 6 day of January 2022.

The Island Packet/Beauford Washington-Baltimore News Guild-CWA,
Gazette Newspapers Local 323035
Brian 7oley Paut Reilly
y Brian Tolley (Feb 9, 2075 16:52 EST) y Paul Reilly (Feb 16, 7022 14:41 EST)
Dated: Feb9,2022 Dated: Feb 16,2022
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Appendix 1: Sample Waiver and Release Agreement (Severance)

In consideration of the Severance Pay Allowance in the amount of (less
applicable taxes and deductions) and, if applicable, Company-subsidized Welfare Benefits,
provided to me by Company name both of which I, Employee Name, would not be entitled to
without entering into this Waiver and Release Agreement, I, voluntarily enter into this Waiver
and Release Agreement.

I, on my own behalf and on behalf of my heirs, executors, administrators, attorneys and
assigns, hereby unconditionally and irrevocably release, waive and forever discharge Company
name, and each of their affiliates, parents, successors, predecessors, subsidiaries and their
former, current and future directors, owners, members, shareholders, officers, agents, and
employees (collectively all of the foregoing are referred to as the "Company"), from any and all
causes of action, claims and damages, including attorneys’ fees, whether known or unknown,
foreseen or unforeseen, presently asserted or otherwise arising through the date of my signing of
this Waiver and Release Agreement, concerning my employment or separation from
employment. This release includes, but is not limited to, any claim or entitlement to salary,
bonuses, any other payments, benefits or damages arising under any federal law (including but
not limited to, Title VII of the Civil Rights Act of 1964, 42 USC 82000¢, et seq., the Age
Discrimination in Employment Act, 29 USC § 621 et seq., the Older Workers Benefit Protection
Act 29 USC 88 623 & 626, the Employee Retirement Income Security Act of 1974, 29 USC §
1001, et seq., the Americans with Disabilities Act, 42 USC § 12101, et seq., the Worker
Adjustment and Retraining Notification Act, 29 USC § 2101, et seq. (or state equivalent), the
Genetic Information Nondiscrimination Act of 2008, Pub.L. 110-233, 122 Stat 881, Executive
Order 11246, each as amended); any claim arising under any state or local ordinances or
regulations, including but not limited , the California Fair Employment and Housing Act (CA
Gov. 8 12900 et seq.); [INSERT STATE LAWS] and any claim arising under any common law
principle or public policy, including but not limited to all suits in tort or contract, such as,
wrongful termination, breach of contract (express or implied), defamation, negligent or
intentional infliction of emotional distress, invasion of privacy or loss of consortium.

| understand that by signing this Waiver and Release Agreement I am not waiving any
claims or rights which cannot be waived by law, including the right to file an administrative
charge or participate in an investigation conducted by an administrative agency, such as the
Equal Employment Opportunity Commission (the “EEOC”), any claims which I may make
under state workers’ compensation or unemployment laws and/or any claims which by law |
cannot waive. | am waiving, however, any right to monetary recovery or individual relief should
any federal, state or local agency (including the EEOC) pursue any claim on my behalf arising
out of or related to my employment with and/or separation from employment with the Company.

| also represent that 1 do not currently have on file any suit, charge or claim against the
Company concerning my employment nor have | transferred or assigned, or purported to transfer
or assign, to any person or entity any claim or portion thereof. | agree not to sue the Company
with respect to any claim covered by the waivers and releases set forth in this Waiver and
Release Agreement. This promise not to sue does not cover a claim under the ADEA
challenging the validity and effect of this Agreement to release any ADEA claims. | understand

30



that if | sue the Company in violation of this Waiver and Release Agreement, | will be liable to
the Company for its reasonable attorneys' fees and other litigation costs incurred in defending
against such a lawsuit. Alternatively, in the event I sue the Company in violation of this
Agreement, | understand that I may be required, at the Company's option, to return all monies
and other benefits paid to me pursuant to this Waiver and Release Agreement minus $100.00.

| further acknowledge that if 1 am hired on a temporary basis by Company name or an
affiliated employer prior to the date the Severance Pay Allowance payment and/or Company-
subsidized Welfare Benefits is required to be paid, the Company may delay such payment until
the temporary assignment is completed.

If Company name or an affiliated employer offers me another position with Company
name or an affiliated employer, any such reemployment is contingent upon my forfeiture of any
unpaid severance payments. | also understand that, if applicable, Company-subsidized Welfare
Benefits will end on the date of reemployment into a position wherein | qualify for Company
sponsored healthcare benefits.

| further acknowledge that I will not at any time, directly or indirectly, disclose any
Company confidential information to anyone, or use any confidential information for any reason,
unless required by a lawfully-issued subpoena, notice of deposition, or court order. The term
“confidential information” means all information and electronic and paper documents unique to
the Company that relates to the business, employees, contractors, subscribers, advertisers,
operations, systems, finances or resources of the Company (including any advertiser, customer,
contractor, or any entity doing business with the Company). “Confidential information” also
includes any information that the Company is for any reason obligated to retain in confidence, as
well as any attorney client communication. It does not include information generally known to
the public.

| understand that the disclosure or improper use of confidential information will cause
serious and irreparable injury to the Company. | acknowledge that | have returned all Company
property and confidential information in my possession prior to my termination date. If |
disclose or improperly use any confidential information, the Company shall be entitled to apply
for and receive an injunction to restrain any violation of this paragraph and I will be liable for
any damages the Company incurs.

| agree that | will not, directly, or indirectly, make any statements, either oral or written,
or take any other actions which disparage or defame the Company, its products or business
opportunities, or take any action which is in any manner detrimental to the Company. This does
not apply to providing truthful testimony, under oath, in response to a properly-issued subpoena,
notice of deposition, or court order.

| am signing this Waiver and Release Agreement knowingly and voluntarily. 1
acknowledge that:

1. | am hereby advised in writing to consult an attorney before signing this Waiver and
Release Agreement;
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2. | am hereby advised that the organizational unit for the current Separation Program is
[INSERT ORGANIZATIONAL UNIT]

The selection process for these eliminations was as follows:

All positions within the organizational unit covered by this Plan are set forth in Appendix
A and Appendix B of the Summary Plan Description (provided along with this Waiver &
Release Agreement and incorporated by this reference);

3. | have relied solely on my own judgment and/or that of my attorney regarding the
consideration for and the terms of this Waiver and Release Agreement and am signing this
Waiver and Release Agreement knowingly and voluntarily of my own free will;

4. This Waiver and Release Agreement is written in a manner that | understand;

5. By executing this Waiver and Release Agreement, | do not waive rights or claims under
the ADEA that arise after the date of its execution;

6. | am waiving all rights and claims in return for the consideration provided for herein
which is in excess of anything of value to which | am already entitled;

7. 1 am not entitled to the Severance Pay Allowance and/or Company-subsidized Welfare
Benefits, if applicable, unless | agree to and honor the terms of this Waiver and Release
Agreement. | also acknowledge that the specific Severance Pay Allowance and/or
Company-subsidized Welfare Benefits that is the consideration for this Waiver and
Release Agreement is the benefit(s) provided under Supplement Number of The
McClatchy Company, LLC, Company Severance Pay Plan.

| understand that the Severance Pay Allowance for regular full-time eligible employees is
equal to two (2) weeks of base pay, plus direct sales commission if applicable, for every
year of continuous service with the Company or an affiliate, (including any partial year of
service) if I am not offered a comparable position with the Company or an affiliate. The
maximum Severance Pay Allowance will not exceed twenty-six (26) weeks of base pay,
plus direct sales commission if applicable. The minimum Severance Pay Allowance will
be four (4) weeks of base pay plus direct sales commission if applicable.

| understand that the Severance Pay Allowance for regular part-time-time eligible
employees is equal to one (1) week of base pay, plus direct sales commission if
applicable, for every year of continuous service with the Company or an affiliate
(including any partial year of service). The maximum Severance Pay Allowance will not
exceed ten (10) weeks of base pay, plus direct sales commission, if applicable. The
minimum Severance Pay Allowance will be two (2) weeks of base pay, plus direct sales
commission, if applicable.

| further understand that Welfare Benefits, if applicable, are equal to a maximum of three
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(3) months of the Company portion of the COBRA medical, dental and vision premiums
and the 2% administrative fee for the level of coverage | am enrolled in at the time of
termination, provided I continue to pay the employee portion of the premiums. |
understand that | am responsible for completing and returning the COBRA enrollment
paperwork in the time period prescribed by the COBRA administrator and for making the
appropriate payments. Failure to do so will result in ineligibility for both COBRA
benefits and the Company subsidy;

8. | was given this Agreement on [Insert date] and | have been given at least forty-five (45)
days to consider this Waiver and Release Agreement;

9. I may revoke this Waiver and Release Agreement within seven (7) days after signing it
(employees working in Minnesota may revoke the waiver and release claims under the
Minnesota Human Rights Act within fifteen (15) days after signing this Agreement) by
submitting a written notice of revocation to the Plan Administrator’s delegatee (insert Delegatee
name and address) | further understand that this Waiver and Release Agreement is not effective
or enforceable until after the seven (7) day period of revocation has expired without revocation,
and that if I revoke this Waiver and Release Agreement, | will not receive the Severance Pay
Allowance and/or Company subsidized Welfare Benefits;

10. | have read and understand the Waiver and Release Agreement and further understand
that it includes a general release of any and all known and unknown, foreseen or unforeseen,
claims presently asserted or otherwise arising through the date of my signing of this Waiver and
Release Agreement that | may have against the Company;

11. No statements or conduct by the Company have in any way coerced or unduly influenced
me to execute this Waiver and Release Agreement; and,

12. | have received (a) notice of the group of individuals covered by the severance Program
and the eligibility factors and time limits applicable to such Program, and (b) a list of job titles
and ages of employees selected for termination, and the job titles and ages of all individuals in
the same classification or organizational unit who were not selected for termination, and have
been given at least forty-five (45) days to consider this information.

| further acknowledge that there are no other agreements of any nature between the
Company and me with respect to the matters discussed in this Waiver and Release Agreement,
except as expressly stated herein, and that in signing this Waiver and Release Agreement, | am
not relying on any agreements or representation, except those expressly contained in this Waiver
and Release Agreement.

| further acknowledge and agree that if any provision of this Waiver and Release
Agreement is found, held or deemed by a court of competent jurisdiction to be void, unlawful or
unenforceable under any applicable statute or controlling law, the remainder of this Waiver and
Release Agreement shall continue in full force and effect.

This Waiver and Release Agreement is deemed made and entered into in the State of
[Insert State], and in all respects shall be interpreted, enforced and governed under applicable
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federal law, and in the event that any reference shall be made to state law, the internal laws of the
State of [Insert State] shall apply. Any disputes under this Waiver and Release Agreement shall
be adjudicated by a court of competent jurisdiction in the State of [Insert State].

| understand that, to receive the Severance Pay Allowance and, if applicable, the
Company-provided COBRA subsidy, | must sign and return this Waiver and Release Agreement
no sooner than my employment termination date and no later than forty-five (45) days from the
date (i) I received this Waiver and Release Agreement, or (ii) my employment was terminated,
whichever is later.

Facsimile / Electronic Signatures

A signed electronic or facsimile version of this Agreement shall have the same force and
effect as a signed original of this Agreement. The Parties also agree where practicable to
use electronic signature technology, to expedite the execution of this Agreement, pursuant
to the United States Electronic Signatures in Global and National Commerce (ESIGN) Act
in 2000 and/or the Uniform Electronic Transactions Act (UETA).

ACKNOWLEDGED AND AGREED TO:

Date Employee Signature

Date Approved By Signature
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Appendix 2: The Island Packet/Beaufort Gazette Anti-Harassment Policy

The Island Packet/Beaufort Gazette is committed to providing a workplace free of discrimination
and/or harassment. We maintain a strict policy prohibiting all forms of discrimination or
harassment of any kind including sexual harassment and harassment based on race, color,
gender, age, religion, national origin, disability or pregnancy, or any other characteristic
protected by local, state or federal employment discrimination laws. Harassment or
discrimination based upon a protected class characteristic will not be tolerated.

This policy applies to all persons involved in the operation of The Island Packet/Beaufort
Gazette, including supervisors, employees, co-workers, vendors, contractors, officers, directors,
clients and customers. Everyone at The Island Packet/Beaufort Gazette is responsible for
assuring that the workplace is free from prohibited harassment and discrimination and is
expected to avoid behavior or conduct that could reasonably be interpreted as prohibited
harassment or discrimination. This policy applies to all areas of employment including
recruitment, hiring, training, promotion, compensation, benefits, transfer and social and
recreational programs. It also applies to outside non-work-related activities if those activities
have a negative impact on the workplace or interfere with an employee’s abilities to perform his
or her job responsibilities.

It is the responsibility of every employee, supervisor and manager to conscientiously follow this
policy. Disciplinary action for violation of this policy can range from verbal or written warning
up to and including immediate termination, depending on the circumstances.

1. Sexual Harassment Defined

Applicable state and federal law defines sexual harassment as unwanted sexual advances;
requests for sexual favors; or visual, verbal or physical conduct of a sexual nature when:
(1) submission to the conduct is made a term or condition of employment; (2) submission
to or rejection of the conduct is used as a basis for employment decisions affecting the
individual; or (3) the conduct has the purpose or effect of unreasonably interfering with
the employee’s work performance or creating an intimidating, hostile or offensive
working environment. This definition includes many forms of offensive behavior. The
following is a partial list:

Unwanted sexual advances;

Offering employment benefits in exchange for sexual favors;

Making or threatening reprisals after a negative response to sexual advances;
Visual conduct such as leering, making sexual gestures, or displaying sexually
suggestive objects, pictures, cartoons, computer screen savers, web sites, internet
downloads or posters;

e. Verbal or written conduct such as making or using derogatory comments,
epithets, slurs, sexually explicit jokes or comments about an employee’s body or
dress; sending email or instant messages, web links or voicemail messages of a
sexual, derogatory or discriminatory nature; or negative stereotyping.

oo ow
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f.  Verbal or written sexual advances or propositions including sexual remarks,
flirtations, teasing or invitations;

g. Verbal abuse of a sexual nature, graphic verbal commentary about an individual's
body, sexually degrading words to describe an individual, or suggestive or
obscene letters, notes or invitations; and

h. Physical conduct such as touching, assault, interfering with work or impeding or
blocking movements.

It is prohibited for males to sexually harass females or other males, and for
females to sexually harass males or other females. Prohibited harassment involves
co-worker harassment, harassment by a manager or harassment by persons doing
business with or for the Newspaper.

2. Other Types of Harassment

Prohibited harassment on the basis of race, color, age, religion, national origin, disability
or pregnancy or any other protected basis, includes behavior similar to sexual harassment,
such as:

a. Verbal or written conduct such as threats, epithets, derogatory comments or slurs,
or emails, instant messages or voicemails of a derogatory or discriminatory
nature;

b. Visual conduct such as derogatory posters, photographs, cartoons, drawings,
gestures computer downloads or screensavers; and

c. Physical conduct such as assault, unwanted touching or blocking normal
movement, or interfering with a person’s ability to perform his or her job.

3. Complaint Process & Resolution

All employees of The Island Packet/Beaufort Gazette are responsible to help assure we
maintain a workplace free from prohibited harassment or discrimination. Employees are
encouraged to immediately report any incidents of conduct prohibited by this policy,
whether experienced or observed, to their supervisor, department director, or to human
resources. Employees are also expected to inform any person in the workplace if they
find that person’s conduct unwelcome or offensive.

Complaints may be verbal or in writing, and should be as detailed as possible, including
the names of individuals involved, the names of any witnesses, direct quotations when
language is relevant and any documentary evidence (notes, pictures, cartoons, etc.).
Human resources will conduct a thorough, appropriate, effective, objective and prompt
investigation of all reports describing conduct that is inconsistent with this policy and
take appropriate action under the circumstances, including discipline, up to and including
termination. In the event of inappropriate conduct by an individual who is not employed
by The Island Packet/Beaufort Gazette, reasonable and appropriate corrective action will
be taken to the extent possible. During an investigation and in imposing any discipline,
The Island Packet/Beaufort Gazette will attempt to keep the investigation as confidential
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as allowed by the situation. Employees who participate in an investigation also are
expected to keep the details of the situation confidential.

If an employee believes that a report of conduct inconsistent with this policy has not been
thoroughly or adequately addressed by the Newspaper, that employee may report the
situation to The McClatchy Company’s Human Resources Director at 2100 Q Street,
Sacramento, CA 95816.

Non-Retaliation Policy

The Island Packet/Beaufort Gazette forbids retaliation against anyone involved in filing a
complaint or assisting with, participating in or cooperating in an investigation. Anyone
experiencing or witnessing conduct they believe to be retaliatory should notify their
supervisor, their department director, or human resources immediately. Any employee
determined to be responsible for retaliation also will be subject to appropriate disciplinary
action, up to and including termination. The non-retaliation policy also applies to any
employee filing a complaint or cooperating with an investigation conducted by a
governmental enforcement agency.

. Administrative Remedies

Employees should direct questions about this policy to their supervisor, department
director or human resources. Employees should also be aware that federal and state
agencies investigate and prosecute complaints of prohibited harassment or discrimination
in employment. The Newspaper maintains posters on its bulletin boards that identify
governmental agencies to contact for information on how and when to file an
administrative claim.

Liability for Harassment

Any employee of The Island Packet/Beaufort Gazette, whether a co-worker or manager,
who is found to have engaged in prohibited conduct under this policy is subject to
disciplinary action, up to and including termination. Any manager or supervisor who
knew about misconduct under this policy but took no action to stop it or report it to his or
her manager, or to human resources, may also be subject to discipline, up to and
including termination. The Newspaper does not in any way condone conduct, nor expect
any manager or employee to perform any job function or responsibility that could be
considered to be, in violation of this policy. Nor does the Company consider such
conduct to be within the course and scope of employment. Accordingly, to the extent
permitted by law, the Newspaper reserves the right not to provide a defense or pay
damages assessed against employees for conduct in violation of this policy.
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Appendix 3: Domestic Partners and Same Sex Spouses Benefit Coverage Policy

Introduction

This revised policy is effective Jan. 1, 2011. The McClatchy Company reaffirms its continued
commitment to diversity and equal employment by extending health plans and life plan coverage
to domestic partners, same sex spouses, and their legal dependents on the same basis as they are
made available to the spouses and dependents of other married employees.

Eligibility

This policy applies to all McClatchy employees eligible for benefits. All eligibility requirements
with regard to hours, age, relationship and domestic partner/spousal eligibility for employees,
spouses, domestic partners and dependents must be met before coverage is offered. This benefit
is subject to the collective bargaining process. For members of a collective bargaining unit,
eligibility for this benefit is subject to agreement between the Company and the union.

Definition of Same Sex Spouses

Same sex spouses are defined as two adults of the same sex who are legally married in a state
that recognizes such marriages.

Documentation of Same Sex Marriages

If a same sex couple is married in a state that recognizes such marriages, they must submit a
copy of their legal marriage certificate in lieu of domestic partner documentation. If
documentation is provided within thirty (30) days of the marriage, coverage for the same sex
spouse will begin on the first of the month following receipt of the documentation. If
documentation is provided beyond thirty (30) days after the marriage, the eligible same sex
spouse can enroll in McClatchy's health care plans during the next Open Enroliment period.

Definition of Domestic Partners

Domestic Partners are defined as "two adults of the same or opposite sex who have chosen to
share their lives in an intimate and committed relationship, reside together, and share a mutual
obligation of support for the basic necessities of life.

Domestic Partner Criteria

To qualify as a domestic partner, the domestic partners may either have a domestic partner or
civil union certification from a state or municipal authority or must certify to the following:
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e Both be at least 18 years of age; not be related by blood to a degree that would otherwise
prohibit marriage; not be married to another person; be mentally competent to enter into a
contract;

e Have lived together at the same regular residence for at least twelve (12) months and
intend to do so indefinitely; be engaged in a committed, mutually exclusive relationship
for at least twelve (12) months; be financially interdependent and responsible for each
other's debts; and be responsible for each other's common welfare.

To qualify as a domestic partner's dependent child under the domestic partner policy, the
dependent must be your domestic partner's:

e Biological child; or legally adopted child; or foster child.

e Dependent children under age 19 are eligible for medical, dental, vision and EAP
coverage. Dependent children under age 26 are eligible for medical and EAP coverage
only. However, a dependent child age 19 or older is not eligible for medical or EAP
coverage if he or she is eligible for coverage through his or her own employer.

Domestic partners do not include roommates, siblings, parents, or other similar relationships.

Documentation of Domestic Partnership

All unmarried employees requesting domestic partner coverage will be required to complete a
“Declaration of Domestic Partnership". In addition to this Declaration, the employee must
submit two (2) of the items listed below which documents that the domestic partners have been
in the committed relationship for at least twelve (12) months. The submitted documents must
have been in existence for at least twelve (12) months:

a. A joint mortgage or lease;

b. Designation of domestic partner as beneficiary for life insurance;

c. Designation of domestic partner as primary beneficiary in the employee’s will;

d. Assignment of durable property or health care power of attorney to domestic

partner;
e. Joint ownership of a motor vehicle, joint bank account, or joint credit account(s).

If an employee resides in a state or municipality where registration of domestic partnership is
applicable, they must register with the appropriate government agency and provide proof of such
registration in lieu of the “Declaration of Domestic Partnership".

Enrollment

Employees will be permitted to enroll their same sex spouses, domestic partners and legal
dependent(s) of their same sex spouse/domestic partner annually at each Open Enrollment. If a
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same sex spouse or domestic partner qualifies for coverage under The McClatchy Company's
health care plans, but elects to enroll in coverage elsewhere or to waive coverage, the employee
is encouraged to still submit the “Waiver of Insurance" form and the “Declaration of Domestic
Partnership™ or legal marriage certificate. This will allow the employee and same sex
spouse/domestic partner to be eligible for the benefits listed under "Other Benefits".

New hires eligible for benefits, and current employees who become eligible for benefits due to a
status change, will be permitted to enroll their same sex spouses/domestic partners and legal
dependent(s) of their same sex spouses/domestic partners during the initial enrollment period if
1) they have met the domestic partner criteria and they have submitted the required domestic
partner documentation, or 2) they have submitted a copy of a legal marriage certificate.

If a same sex spouse/domestic partner is eligible for medical and/or dental coverage with his/her
employer, he/she must enroll in that coverage first and complete a "Domestic Partners/Spousal
Eligibility” form, in order to be eligible for secondary medical or dental coverage with our
Company.

If both members of the same sex marriage or domestic partner relationship are employed at the
same location, both cannot be covered as dependents of each other.
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