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PREAMBLE

This Agreement is made effective this 1 day of December 2024, between Inside Higher Ed, (“IHE” or
“Employer”), a for-profit corporation and the Washington-Baltimore News Guild, CWA Local 32035
(“Guild”), for itself and on behalf of all employees described in Article 1.

The parties to this Agreement recognize that, in order to fulfill IHE’s mission and sustain the organization,
IHE must succeed in a highly competitive environment. The parties confirm their shared interest in
maintaining a professional culture that recognizes and values excellence and pushes hard to meet the highest
standards in the field of higher education journalism, and their commitment to working together toward
those goals.

ARTICLE | - COVERAGE

1. This Agreement covers IHE employees within the following Bargaining Unit:

All full-time and regular part-time editorial department employees, including reporters, copy editors, and
opinion editors; and all full-time and regular part-time technology employees, including web designers and
Drupal developers employed by the Employer; excluding all other employees, including sales, marketing
and finance employees, managers, guards, and supervisors as defined by the National Labor Relations Act.

As a general matter the term “employee” when used in this Agreement shall refer to a Bargaining Unit
employee covered by this Agreement, unless otherwise specified

For the purposes of this Agreement, the terms Guild and union are synonymous.

2. During the term of this Agreement, the Employer will not assign work of the kind normally performed by
Bargaining Unit employees (“Bargaining Unit work”) to non-bargaining unit employees not covered by this
Agreement where such assignment results in a layoff for any Bargaining Unit employee. For the sake of
clarity, this does not preclude non-union editors from assisting in the daily production of the newsroom,
including reporting and writing stories as has been the parties’ past practice.

ARTICLE II - GUILD SHOP

1. It shall be a condition of employment of each employee covered by this Agreement that the employee
become and remain a member of the Guild in good standing or shall be required to pay agency fees to the
Guild no later than the thirtieth (30th) day following either the effective date of this Agreement, or the date
the employee is first employed under this Agreement, whichever is later.

2. Agency fees shall be paid in the same manner as Guild dues. The provisions of this Article (including any
reference to Guild membership in good standing) shall be interpreted, implemented and administered in
accordance and consistent with applicable provisions of federal, District of Columbia, and state laws.



3. The Guild shall indemnify and hold the Employer harmless against any and all claims, demands, suits or
other forms of liability that may arise out of or by reason of action taken by the Employer in complying with
this Article.

ARTICLE Ill - DUES DEDUCTION

1. Upon an employee's voluntary written assignment, the Employer shall deduct each pay period from the
earnings of such employee and pay to the Guild each month an amount equal to Guild dues and assessments
or agency fees, as the case may be. Such amounts shall be deducted from the employee's earnings in
accordance with the Guild's schedule of rates (including any amendments thereto) furnished to the Employer
by the Guild. 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

I hereby assign to the Washington-Baltimore News Guild, CWA Local 32035, and authorize the Employer to
deduct, per pay period, from any salary earned or to be earned by me as an employee, an amount equal to
Guild initiation fees, dues and assessments as certified by the Treasurer of the Guild starting in the first
week in the month following the date of this assignment. I further authorize and request the Employer to
remit the amount deducted to the Guild each month.

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 yourself
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 revocation shall become effective for the calendar month following the
calendar month in which the Employer receives it.

This 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. This assignment and
authorization supersede all previous assignments and authorizations heretofore given by me in relation to
Guild initiation fees, dues and assessments.

Employee's signature




Date

3. The Guild shall indemnify and hold the Employer harmless against any and all claims, demands, suits or
other forms of liability that may arise out of or by reason of action taken by the Employer in complying with
this Article.

ARTICLE IV - MANAGEMENT RIGHTS

Except as abridged by the specific terms of this Agreement, and in accordance with applicable labor laws,
the Employer retains the exclusive right and responsibility to manage its business and program and to direct
its work force. Among the rights vested in the Employer are the rights to: hire, promote, transfer, demote,
lay off, discipline and/or discharge for just cause; create new positions; determine the qualifications
associated with new positions; subcontract work; make such operating changes as the Employer deems
necessary by it for the efficient and economical operation of the program; maintain discipline and efficiency;
determine the type of work to be performed, the location of work, the schedules of work within work
periods, and the methods, processes, and means of performing the work; and promulgate, amend, and
enforce reasonable work rules and rules of conduct, such as those found in the IHE Employee handbook.

ARTICLE V — HIRING

1. Whenever the Employer intends to fill vacancies or to hire additional employees in Bargaining Unit
positions, the Employer will notify the Guild of such hiring plans, and the Employer shall advertise publicly
each vacancy that they intend to fill unless a similar position has been advertised publicly within the
previous 60 days. The Employer will provide the Guild with a job description for any newly created
position(s). The Employer will use its experience to advertise job vacancies to attract a diverse candidate
pool of candidates. Each job posting will include the reasonable salary range for the position.

2. The Employer retains the right to create, define, and amend vacant position descriptions as it deems
necessary, including but not limited to, the right to determine the qualifications and the appropriate FLSA
classification for the position. The Employer also retains the right to determine whether to fill or refrain
from filling a position.

3. The Employer will not require new employees in the union to sign non-compete clauses upon their hiring,
nor shall the Employer require current employees in the union to sign non-compete clauses.

4. The Employer and the Guild are committed to non-discriminatory and diversity-promoting hiring
practices and policies while also providing internal opportunities for Bargaining Unit employees. Toward
that goal:

a. The Employer will not discriminate against applicants or employees with regard to age, gender,
gender identity, gender expression, race, ethnicity, creed, color, national origin, marital or parental
status, family relationship, sexual or affectional orientation, irrelevant mental or physical
disabilities, or other mental or physical disabilities which may be reasonably accommodated, or any
other legally protected status. The Employer’s hiring standards will remain consistent with those



required to perform the job now and in the future.

b. The Employer will provide reasonable accommodation to qualified individuals with disabilities,
provided the accommodations would enable the individuals to perform the essential functions of the
role and would not create undue hardship for the Employer. It is the responsibility of the employee
to request reasonable accommodation by contacting Human Resources.

c. The Employer will continue to seek a diverse pool of applicants and will actively recruit women,
persons of color, people with disabilities and members of other groups historically underrepresented
in journalism for all positions covered by this Agreement. To that end, the Employer will share job
vacancy postings via email or other appropriate medium with representatives of the following
organizations (or additional organizations the Employer and the Guild may mutually agree to):
National Association of Black Journalists, National Association of Hispanic Journalists, Native
American Journalists Association, Asian-American Journalists Association, and the National
Lesbian and Gay Journalists Association.

d. The Employer will notify all Bargaining Unit employees, by email or similar internal
posting/distribution method, of any vacancy in an existing or newly created Bargaining Unit
position before the position is advertised externally. Qualified internal applicants will be given an
opportunity to interview for open positions in good faith.

e. The Employer will continue its efforts to promote diversity within the team. To that end, one of
the Employer’s Editors will hold a meeting, at least twice a year, for Bargaining Unit employees
and will invite all supervisors of a Bargaining Unit employee (and other employees who are
interested in the issue) to discuss their ideas for enhancing diversity and inclusion. The Editor will
also be open to discussing ideas the Guild might have outside of the annual meetings.

f. All postings or announcements of Bargaining Unit job openings will include the following
sentence: “This job is covered under the terms of a collective bargaining agreement with the
Washington-Baltimore News Guild, more information at wbng.org.”

5. The Employer and the Guild are committed to building a productive working environment and workplace
free from unlawful discrimination and harassment as defined by law and regulation in the District of
Columbia including harassment, in all phases and all terms and conditions of employment, including the
hiring process, as well as in the administration of this Agreement. In keeping with their respective policies,
neither the Employer nor the Guild will engage in or tolerate employment discrimination or sexual or other
harassment based on any protected status as set forth in Section 4-A, above. The Employer has maintained
and will maintain during the term of this Agreement an anti-discrimination/anti-harassment policy that is
fully compliant with applicable law.

ARTICLE VI - INFORMATION SHARING

1. The Employer will provide the Guild annually with a list containing the following information for each
bargaining unit employee to the extent it is available:



Name, address and year of birth

Self-identified gender and race/ethnicity

Date of hiring

Job title, contractual pay rate/compensation level and FLSA Classification

The Employer will provide the Guild in writing the data specified above for each new bargaining unit
employee within three weeks after the hiring of that bargaining unit employee. Any other changes in the
above information (including resignations, retirements, deaths) will be flagged, noting effective date, upon
request.

2. The Employer will also provide the Guild, on request, additional information regarding individual
bargaining unit employees (such as date of birth and payroll records) that is relevant and necessary for
contract administration, grievance handling and other collective bargaining and representational purposes,
subject to appropriate confidentiality safeguards to be mutually agreed upon.

3. The Employer will provide the Guild, upon request, relevant information as to existing hiring and
promotional standards applicable to bargaining unit employees and any changes thereto.

4. The Employer will furnish to a bargaining unit employee and to the Guild a copy of any disciplinary
action taken against that employee. Any bargaining unit employee has the right to inspect and receive copies
of materials in their own personnel file, at reasonable times during normal working hours, upon reasonable
request to the Employer. Bargaining unit employees may also authorize and delegate the Guild to inspect
and receive copies of such material in their personnel files.

ARTICLE VII - PERSONNEL ACTIONS

1. IHE will not discharge, suspend, or take any other disciplinary action against any non-probationary
Bargaining Unit employee, without just cause. Discipline will be administered in accordance with the
applicable provisions below governing problems other than performance (Section 2) or performance
problems (Section 3). IHE will give the Guild concurrent written notice when it administers discipline (oral
or written) to a Bargaining Unit employee. Steps and actions taken under Sections 2 and 3, below, will be
documented, and the documentation will be included in the employee’s personnel file along with any
responses the employee wishes to be included in their file.

2. Problems other than performance:

a. Discipline may be administered orally or in writing and will be applied progressively except in
the case of gross misconduct, proven significant plagiarism (which is defined as using another
non-IHE writer’s work amounting to more than three sentences in any content created or plagiarism
that happens more than one time), violence or threatened violence, or criminal activity. IHE will
initiate discipline within fifteen (15) working days of date it first discovers the event(s) or
circumstance(s) giving rise to the discipline. Bargaining Unit employees have the right to have a
Guild representative be present at an investigatory meeting or interview involving potential
disciplinary consequences (including the first step conversation described below).



b. If a supervisor identifies a concern, the supervisor will notify the employee and seek a
satisfactory resolution (e.g., prompt correction, accountability and a commitment that the
concerning behavior or other issue will not recur). If the concern is not resolved progressive
discipline will be applied as follows:

(1) First Step: The supervisor will issue a clear and explicit verbal or written warning.

(i1) Second Step: If the employee fails to correct his or her behavior and engages in
additional inappropriate conduct within five (5) months following the employee’s receipt of
cited disciplinary warning, the employee may be terminated without any additional
procedures, provided the employee, if terminated and shall receive written notification of
the basis for termination. Such employees shall receive one week of severance pay. The
affected employee must sign a valid waiver and release of claims, such release shall not
prohibit the Guild from using the procedures in Article [X to contest the termination.
However payment of any severance will be contingent upon a final resolution of any
grievance filed by any union.

2. Problems involving performance:

a. Disciplinary Action: Discipline in response to unsatisfactory performance or deficiencies in the
employee’s work or other performance-related problems or issues will be applied as follows:

(1) Written or Verbal Warning: If an employee’s job performance or conduct is
unsatisfactory, or in the event of other performance problems, the employee may be issued
a verbal or written warning specifying the performance deficiencies or problems and
warning that the employee may be subject to further disciplinary action, up to and
including termination.

(ii.) Need for Improvement: Where an employee’s work continues to be unsatisfactory or
their supervisor continues to identify any other performance-related deficiency(ies) or
problem(s), the employee shall be given a written Performance Improvement Plan (PIP)
notifying the employee of such problems. The PIP will outline where and how the
employee failed to meet standards or requirements and specify the time (at least one month
and not to exceed three months) within which the employee must achieve satisfactory
performance. If the employee fails to achieve satisfactory job performance at the
conclusion of the timeframe set forth in the PIP, IHE may terminate the employee
immediately for cause, providing written notification of the reason for termination, or IHE
may extend the PIP for one additional period not to exceed 90 days. IHE shall not be
required to give any employee more than one PIP during the term of this agreement.

All references to deadlines and frames of time may be waived or extended by mutual agreement.



ARTICLE VIII - LAYOFF AND SEVERANCE

1. Dismissals to reduce the force shall require at least 10 working days advance notice to the affected
employee(s). The notice to the Unit Chair shall be in writing, and include the number, classifications and
departments of jobs affected.

2. Upon request, IHE will meet with the guild for the purpose of discussing layoffs and to consider the
means by which the impending hardship of such layoffs may be mitigated through cost savings achieved
within the bargaining unit. This shall not cause undue delay in reduction in force actions.

3. During the notice period, IHE may accept voluntary resignations from employees in the departments or
positions involved in or selected for layoff. If such voluntary resignations are accepted, such employees will
be entitled to severance pay as outlined below. The number of employees to be dismissed in the reduction in
force shall be reduced to the extent that the need for additional reductions has been mitigated through the
voluntary resignations.

4. Any employee laid off under this section shall be given a neutral or positive job reference and IHE will
not contest their application for unemployment benefits.

5. Laid off employees shall be placed on a recall list. Such employees shall remain on a recall list for either
one (1) year following the date of their termination or until they are recalled, decline a written offer of recall,
or fail to provide a timely response to an offer of recall, whichever is sooner. Upon a vacancy, Inside Higher
Ed shall send a notice by email to the last known email address of all persons on the recall list who
previously worked in the position in which the vacancy occurs.

A copy of the notice shall also be sent to the Guild via email at the same time it is transmitted to the
employee on the recall list. If, within ten (10) business days of the date of the mailing, an employee on the
recall list fails to respond to the recall or fails to accept re-employment, the employee shall be removed from
the recall list. In the event of a timely reply, Inside Higher Ed shall fill the vacancy from among those replies
requesting employment in order of seniority.

In order to remain eligible for recall, laid off employees must keep the employer informed of their current
email and mailing addresses and phone number in writing. IHE’s obligation to offer reinstatement shall be
fulfilled by emailing the most recent email addresses supplied by the laid off employees.

Time spent on a recall list shall not constitute a break in continuity of service except in the event that an
employee is recalled pursuant to this article, any future severance payments associated with the layoffs will
also be measured from the employee’s start date of re-employment.

6. Upon dismissal from employment due to a reduction-in-force, an employee of Inside Higher Ed shall
receive severance pay at the rate of three (3) weeks’ pay for up to and including two (2) years of service. For
employees who have been continuously employed for more than two (2) years, they shall receive an
additional one (1) week’s severance per full year of service with a maximum of 12 weeks.



7. Severance pay will be based on the employee’s base rate of pay for the regular work week proceeding
termination of employment. In order to receive the severance payments, and if applicable, COBRA
premiums, an affected employee must sign a valid waiver and release agreement.

8. The employer may deduct any levy or tax to which the employee is subject to under state or federal
legislation.

9. The company shall pay a laid off employee’s COBRA premiums at an amount equaling one month for up
to four (4) years of completed service, two (2) months for between five (5) to eight (8) years of completed
service and three (3) months for any service over nine (9) years.

ARTICLE IX - GRIEVANCE AND ARBITRATION
PROCEDURE

1. A grievance means a dispute or controversy arising out of or involving the interpretation or application of
this Agreement, except as explicitly excluded from this Article. Any grievance must be filed with the
Employer, in writing, by an affected employee (“grievant”) or by the Guild on behalf of the grievant, within
15 business days after the event or circumstance giving rise to the grievance (“occurrence”) or within 15
business days after the grievant becomes aware of the occurrence or should reasonably have become aware
of the occurrence. A grievance filed beyond this time deadline is conclusively barred.

2. The procedure for resolution of grievances is as follows:

Step One: In an effort to resolve the dispute at an early stage, a meeting will be held (on Employer
time) between the Guild (by its steward or other representative), the grievant and the Employer’s
representative within 15 business days of receipt of the written grievance.

Step Two: If the dispute is not resolved at Step One, the Guild may advance the grievance to Step
Two by written notice to the Employer within 10 business days after the Step One meeting. If the
Guild’s notice requests a Step Two meeting, the Employer and the Guild will meet (on Employer
time) within 10 business days of the request. If the grievance is not resolved at the Step Two
meeting, the Employer will respond in writing to the Guild within 15 business days of the Step Two
meeting (or, if no Step Two meeting was requested, within 15 business days after receiving the
Guild’s Step Two notice). In the event a written Step Two response from the Employer is not
received by the applicable deadline, the grievance shall automatically be deemed denied in writing
as of that date. Notice to Arbitrate: Any timely grievance involving the interpretation, application,
administration or alleged violation of this Agreement (but excluding renewal or extension of the
Agreement) that is not satisfactorily settled at Step Two may be submitted to final and binding
arbitration by a written Notice to Arbitrate served by either party on the other within 20 business
days of the Step Two response (or in the event of an automatic denial by lack of timely response,
within 20 business days of the deadline for the Employer’s Step Two response). A Notice to
Arbitrate filed beyond this time deadline is conclusively barred.

Arbitration: Upon receipt of a timely Notice to Arbitrate, the parties shall either (a) select an



impartial Arbitrator by direct mutual agreement, or, if they cannot reach an agreement, (b) jointly
request that the American Arbitration Association provide a panel of seven (7) arbitrators who are
members of the National Academy of Arbitrators from which the arbitrator shall be selected as
follows: absent the parties’ mutual agreement on one of the listed names, the parties will alternate
(beginning with the party who noticed arbitration) striking names from the list until one name
remains, and that person shall be the Arbitrator for the case. The Arbitrator shall have no power to
add to, subtract from, alter, amend, or modify any of the terms and provisions of this Agreement.
The Arbitrator’s decision shall be final and binding. The costs of such arbitration shall be borne
equally by the parties, except that no party shall be obligated to pay any part of the cost of a
stenographic transcript without its express consent. (though a party that elects not to pay its pro rata
share of the cost of any transcript ordered shall not be entitled to receive a copy of said transcript).

3. The time limits set forth in this Article may be extended upon mutual agreement of the Guild and
Employer in writing.

ARTICLE X - NO STRIKE OR LOCKOUT

There shall be no strikes nor any lockout during the term of this Agreement.

ARTICLE Xl - HOURS AND OVERTIME

1. The default work schedule for employees is forty (40) hours per week, Monday through Friday, including
time for lunch. As exempt employees, journalists and technology employees understand that their weekly
schedules may change based on the needs of the business such as due to unforeseen news or technology
employee needs. As a result, Guild employees may sometimes work longer than 40 hours in a given week
and sometimes less than 40 hours in a given week. IHE in its discretion and in agreement with the employee
and with notice to the Guild may allow a given employee to work on a reduced part-time schedule, with an
associated proportional reduction in salary and benefits (subject to applicable eligibility requirements).

2. Guild employees are exempt employees with regard to FLSA overtime requirements.

3. Employees shall not be required to work during their approved vacations. However, in rare instances
where they are asked to do so and agree, they shall receive ‘flex time” off as outlined in Section 5 of this
article. Employees shall not face retribution or punitive action for denying such requests.

4. Guild employees will be able to work remotely during the winter publishing break, as determined by the
sales calendar each year.

5. Flex time is when an exempt employee works 48 or more hours in a week due to a breaking news or other
assignment approved by a manager that requires work outsides of standard working hours; works 4 hours or
more during the weekend on a breaking news or other assignment approved by a manager after working 40
hours or more during the week; is required to work on a paid time off day, a federal holiday or on an
IHE-designated holiday. If an employee works over time they will be allowed to flex their working schedule
by taking another day or half day off. Flex time is not accrued time off and is not the same as PTO. It is



use-it-or-lose-it and is not subject to payout at any time. Flex time must be used within six months of the
overtime.

a. The Exempt Employee must request, verbally or in writing, authorization for flex time from their
supervisor before working 8 or more hours above the 40-hour workweek or 4 or more hours over
the weekend. Authorization is implicit if an employee is given an assignment that clearly requires
working during the weekend, a holiday or other time off period.

b. Upon submission of the request in Section 5(a), the supervisor will review the request and grant
flex time as follows:

1. Being required to work on breaking news or on any other assignment approved by a
manger in the evening pushing their work time to at or above 48 hours -1 day

ii. Being required to work on breaking news or on any other assignment approved by a
manager on the weekend after working 40 hours during the week. 4 hours or more — ' day;
8 hours or more — 1 day

iii. Being required to work on a federal holiday, an IHE-designated holiday or during paid
time off - 1 day

iv. Exempt employees will be given 1 day of flex time off for every day of weekend travel.
v. Such other amount as mutually agreed between Inside Higher Ed and the employee.

¢. Management will keep a record of an employee’s earned flex time to ensure appropriate use by
the employee.

6. All employees are required to maintain a standard working day, as approved by their manager. An
employee working remotely is expected during agreed-upon work times to have as his or her sole focus
work for Inside Higher Ed, and no other activities, such as childcare, freelance work, home improvement,
etc.

Employees may work hybrid, as defined by working from the office two (2) days a week (unless a different
arrangement is agreed upon by a supervisor with the agreement not being unreasonably withheld), one of
which must be a day decided by management (currently Tuesday) or completely remote, as designated
during their hiring. If management wishes to change the mandatory in-person day, they will give thirty (30)
days notice. After an employee’s 90 day probation period, fully remote employees will not be asked to work
in office, nor will they face retribution or punitive action for denying such request. After an employee’s 90
day probationary period, hybrid employees may be expected to report to the office, but are generally not
required to report more than the above amounts unless necessary. An employee’s classification as remote or
hybrid may not be changed without the consent of the employee.

There may be occasions where employees will be asked to come into the office, or another location required
by Inside Higher Ed. In such cases, managers will provide as much notice as possible. Time spent working



away from the office but in a location required by Inside Higher Ed (i.e., working/reporting at a conference,
spending the day on Capitol Hill) is not work from home.

Maintaining a home space where the employee can perform equivalent work is solely the responsibility of
the employee, not Inside Higher Ed. This employee responsibility includes having appropriate
Internet/telephone access. Employees must adhere to existing “Conduct at Work™ guidelines, including, but
not limited to those involving Inside Higher Ed technology equipment, regardless of work location.

ARTICLE Xll — HOLIDAYS

1. Employees shall receive the following paid holidays

New Year’s Day

Martin Luther King Day
Presidents’ Day

Memorial Day

Independence Day

Juneteenth

Labor Day

Thanksgiving Day and the day after
Christmas Eve

Christmas Day

In addition to the listed days, each employee will be granted one (1) floating holiday to be used for a
religious or cultural observance of their choice. Upon two weeks advance notice to the Employer, an
employee may elect to substitute another religious holiday of their choice for one of the above holidays.
Employees’ eligibility for paid holidays begins immediately upon hire. If a holiday occurs during an
employee’s vacation period, the employee will be paid for that day. Employees on unpaid leaves of absence
will not be paid for holidays occurring during their leave period. A holiday that falls on Saturday is observed
on the preceding Friday. A holiday that falls on Sunday is observed on the following Monday.

ARTICLE XIII — PAID AND UNPAID TIME OFF

1. Paid time off must be approved by an employee’s direct supervisor before it can be taken. Requests for
more than five (5) consecutive vacation days will be submitted at least two weeks in advance.

a. Paid Time Off: Regular full-time and part-time employees accrue paid time off. Regular part-time
employees also accrue paid time off leave proportional to the hours worked.

(i) Full-time employees shall begin employment with an accrual opportunity of eighteen
(18) days of annual paid time off leave allowance,

(i1) Unused paid time off days may be carried over from year to year, with employees



allowed a maximum accrual of eighteen (18) paid time off days.
(iii) An employee on paid time off leave continues to accrue paid time off

(iv) If an employee is terminated, the employee shall receive payment for accrued unused
vacation time.

b. Guild Business Leave:

(i) Upon advance request, employees designated as Guild representatives will be granted
limited time off from work, without loss of pay, to conduct necessary Guild business
administering this Agreement. The request for use of Guild business time should be
submitted as early as possible, and such requests will be granted by IHE except in the case
of a legitimate organizational necessity requiring the employee’s attendance. No more than
one (1) employee shall be entitled to Guild business time off at any one time. The Guild
shall notify IHE in writing of employees designated as Guild representatives under this
provision.

(i1) For the purposes of contract bargaining between IHE and the Guild, up to three (3)
employees designated by the Guild as members of the Guild’s negotiating committee may
be given negotiating leave from their work, without loss of pay, for a maximum of four (4)
hours per week per negotiating committee member, for use at the bargaining table and in
caucus during bargaining sessions, for the duration of contract negotiations. Negotiating
leave available under this section shall be in addition to Guild business available under
Section 1, b, (i) above. The Guild shall notify IHE in writing of the members of the
negotiating committee before commencement of contract bargaining.

c. Jury Duty:

(i.) Leave for Jury Duty is paid for up to ten workdays per calendar year. When on Jury
Duty, an employee should report for work whenever their presence is not required at court,
including time during “phone in” or “on call” status, or if released for the day or dismissed
from jury duty after a partial day of service. If an employee cannot be at work due to Jury
Duty, they may be required to show proof of jury service. Inside Higher Ed may submit a
request for a postponement on your behalf in the event that compelling business reasons
make postponement of Jury Duty necessary.

d. Bereavement Leave:

(i.) Employees who experience the death of a loved one are entitled to three (3) days off
with full pay. Employees may also discuss their needs for additional time off, without pay,
depending on the circumstances, with the Employer, taking into consideration needs such
as travel. An Employee may also use available vacation time for bereavement leave
without providing standard notice.



e. Paid Parental Leave:

(i.) Employees who have been full-time Inside Higher Ed employees for one year are
eligible for six weeks of paid parental leave following the birth or adoption of a child for
whom they are a parent. The leave must be used or scheduled with approval of their
supervisor within six months of the child’s birth or adoption and the purpose of the leave
must be to provide child care. Employees must make reasonable efforts to inform their
supervisor of the likely time that a leave will be sought. The leave should be used in
increments of at least one week. This paid leave policy in no way limits employees’
benefits under Inside Higher Ed’s family and medical leave policy, which is based on
relevant District and Federal law. This leave will run consecutively with leave available
under the District of Columbia Paid Family Leave Program.

(ii.) Maternity Leave: Expectant mothers who have been full-time Inside Higher Ed
employees for one year are eligible for an additional six weeks of paid leave following the
birth of a child for whom they are a parent. Employees must make reasonable efforts to
inform their supervisor of the likely time that a leave will be sought. This leave is designed
to be used in conjunction with and utilization of Inside Higher Ed’s Short Term Disability
policy. This paid leave in no way limits employees’ benefits under the Inside Higher Ed’s
family and medical leave policy, which is based on relevant District and Federal law. This
leave will run consecutively with leave available under the District of Columbia Paid
Family Leave Program. Parents who have been full-time at Inside Higher Ed for one year
may also work remotely for two months following their period of paid leave. Attending
meetings or reporting in-person when needed is not excluded from the remote working
agreement.

ARTICLE XIV — REIMBURSEMENT AND
EQUIPMENT

1. Employees will be compensated for authorized business expenses in accordance with the policies and
procedures set forth in the IHE Employee Handbook in effect on January 1, 2020 as may be amended from
time to time. Inside Higher Ed will provide a cell phone stipend of up to $50 per month.

ARTICLE XV — SALARIES

1. Positions covered by this Agreement shall be categorized by two (2) groups:

a. Group I includes the title:

Reporter
Developer

b. Group II includes the title:



Senior Reporter
Copy Editor
Opinion Editor
Senior Developer

2. The minimum full-time annual salary for each group shall be:

Editorial Technology
a. Group I: $58,656 $68,000
b. Group II: $78,000 $88,000

3. After 3 years in service (total, not consecutive) at IHE are completed, the next annual review shall include
an evaluation to determine if the employee’s performance merits a promotion from their current employment
Group to the next highest Group.

4. Payment of salaries shall be made twice per month, or every two weeks.

5. There shall be no involuntary reduction in an employee’s salary, except (a) if such reduction is negotiated
with the Guild to avoid layoff, or (b) in the case of a demotion or transfer to another position with a lower
salary agreed upon by the employee and the Guild.

6. Change in title such as in promotions shall be accompanied by a corresponding increase in salary at least
in accordance with the appropriate Group as defined above.

7. Each Guild employee who has been employed as of the date of ratification will be raised to the
appropriate minimum for their group. All employees will receive a $1,000 ratification bonus upon signing of
this agreement.

8. Effective January 1 of 2025, the Employer will provide a 3.0% raise for all employees, applied at each
employee’s salary, as a cost of living adjustment.

For every additional year of this contract, 2026 and 2027, guild employees will receive a guaranteed 2.0%
salary increase effective January 1 of each year. Bargaining unit employees may receive additional
merit-based raises each year of the agreement depending on their performance at IHE’s discretion.

9. IHE will conduct annual performance evaluations of employees, in which supervisors and/or managers
will review the employee’s performance and will meet with the employee to discuss the review and any
plans for development. For employees who have at least 3 years in service with IHE, each annual review
shall include an evaluation to determine if the employee’s performance merits a promotion from their
current employment Group into the next highest Group. Employees will be given 2 weeks of notice ahead of
the beginning of the review period. The performance evaluation process will provide the opportunity for the
employee to submit written input on their own performance over the review period (self-evaluation),
including a dedicated space for feedback regarding their supervisor’s and/or manager’s impact on the



employee’s performance (which employee feedback will not be shared with their supervisor/manager until
after supervisor/manager submits their initial evaluation of the employee). A performance evaluation shall
be conducted with newly-hired employees at the 6-month mark of their employment, in accordance with the
above-stated process.

10. Nothing in this article precludes employees from negotiating for salaries above the stated minimums at
any time.

ARTICLE XVI - HEALTH BENEFITS

The Company will continue to offer Union-represented employees the same medical, dental, and vision
plans options that the Company offers to its non-Union employees, subject to the terms of the plan
applicable documents. The company will use its best efforts to maintain the same copays, deductible, quality
and level of coverage in these respective plans and will provide the Guild any changes that will decrease the
quality or level of coverage provided or increase copays and deductibles. The Company further agrees that
the required employee monthly contributions to such medical, dental, and vision plans will be as follows for
the life of this Agreement:

PPO Medical Plan - 10% for employee; 15% for all covered dependents

Non-PPO Medical Plans - The Company further agrees that it will not require bargaining unit
employees to contribute toward the cost of premiums for the offered medical and dental coverage
for the life of this Agreement

Dental Plans - The Company further agrees that it will not require bargaining unit employees to
contribute toward the cost of premiums for the offered dental coverage for the life of this
Agreement

Vision Plans - The Company further agrees that it will not require bargaining unit employees to
contribute toward the cost of premiums for the offered vision coverage for the life of this
Agreement

ARTICLE XVII - DISABILITY INSURANCE

The Company will continue to offer Union-represented employees the same disability plan options that the
Company offers to its non-Union employees, subject to the terms of the plan applicable documents. The
Company further agrees that it will not require bargaining unit employees to contribute toward the cost of
premiums for the offered disability coverage for the life of this Agreement.



ARTICLE XVIII - LIFE INSURANCE &
ACCIDENTAL DEATH & DISMEMBERMENT

The Company will continue to offer Union-represented employees the same Life Insurance & Accidental
Death & Dismemberment plan options that the Company offers to its non-Union employees, subject to the
terms of the plan applicable documents. The Company further agrees that it will not require bargaining unit
employees to contribute toward the cost of premiums for the offered Life Insurance & Accidental Death &
Dismemberment coverage for the life of this Agreement.

ARTICLE XIX - RETIREMENT BENEFITS

1. During the term of this Agreement the Employer will maintain a 401(k) Retirement Savings Plan. Briefly
summarized, eligible employees participate in the Plan through payroll deductions. The Employer will
match, on a dollar for dollar basis, the amount that each employee contributes to the 401(k) plan each year,
up to a maximum of three (3) percent of the employee’s salary.

2. Contributions by the employer are vested at 100% after two years of continuous employment at IHE. If an
employee leaves prior to two consecutive years of employment then the entire amount of the employer’s
match is forfeited.

3. The current level of benefits as of the date of ratification of this Agreement shall not be reduced during
the term of this Agreement.

ARTICLE XX — GENERAL PROVISIONS

An employee shall not be required to cross lawful union picket lines, unless required for bona fide
journalistic reasons.

Each employee shall be provided a stipend of up to $500 annually for professional development including
professional organization membership dues, conference attendance and/or courses, subject to approval by
the employee’s manager. The stipend will be paid back to employees via the expense filing process.

Employees shall have three hours of leave each election day to vote unless election coverage is required by
that individual.

IHE and Guild employees will not engage in secret electronic surveillance including secret tape recordings.
IHE shall have the right to review electronic files, voice mails, and emails only in the course of investigating
claims of harassment, employee misconduct, or problems associated with work productivity.

Inside Higher Ed will not require any journalist to utilize generative artificial intelligence tools to complete
their work. Work (including name, likeness, performance and written material) produced by Guild members,



and which IHE owns, will not be used to train large language models or other generative artificial
technology without bargaining with the Guild over the effects of any decision to enter into an agreement
with generative Al firms.

ARTICLE XXI — JOURNALISTIC INTEGRITY

Employees must adhere to the professional Society of Professional Journalists Code of Ethics and the
specific standards and requirements for journalism as set forth in IHE’s Employee Handbook, as may be
amended from time to time. Any employee who believes in good faith that an assignment or directive would
require them to perform an unlawful or unethical act on behalf of IHE, or who observes or learns of an
apparently unlawful or unethical act by other IHE personnel, shall promptly notify IHE management and
will not be subject to reprisal for doing so. Supervisors, in good faith, will inform Guild employees of
substantive changes, determined by the supervisor, in material submitted for publication. An employee’s
request to have their byline or credit line removed shall not be unreasonably denied and the reason for the
denial shall be provided in writing.

Requests to change a previously published byline or credit line (e.g., as a result of a gender reassignment,
marriage, divorce, etc.) shall not be unreasonably denied and the reason for a denial shall be provided in
writing.

ARTICLE XXII — LEGAL DEFENSE

1. If an employee is sued or charged under any federal, state or local law, or is subpoenaed as a witness, in
connection with the employee’s performance of work for IHE within the scope of his or her authorized
duties and in compliance with the Society of Professional Journalists’ (SPJ) Code of Ethics (listed in
Addendum 1), IHE will defend and provide legal counsel for the employee at IHE’s expense. IHE and the
involved employee will notify each other immediately upon receiving notice of such litigation or threat of
litigation. IHE will have full control over any such litigation and its resolution, and the employee agrees to
cooperate fully with IHE in connection with such litigation, unless an employee relinquishes their right to
representation by IHE and seeks their own counsel.

2. Subject to the employee’s acceptance of IHE representation and compliance with the obligations in
Section 1, above, IHE will indemnify the employee for the monetary liability, if any, imposed on the
employee as a result of any final judgment rendered or settlement reached in such litigation, if and to the
extent allowable by law.

3. The IHE obligations set forth in Sections 1 and 2, above, do not apply to content produced or actions
taken by the employee outside of the employee’s authorized duties and/or that are not in compliance with
SPJ Code of Ethics, including but not limited to, any criminal or tortious acts.

4. An employee will not be disciplined or penalized by THE:

a. for complying with SPJ Code of Ethics or with any IHE confidentiality agreement or
requirement; or



b. for refusing to disclose to anyone outside IHE, or to relinquish custody to anyone outside IHE,
any 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 the employee’s IHE employment. However, employees
must furnish such information to IHE (including IHE’s legal representatives) as IHE deems
reasonably necessary, including but not limited to, information necessary for IHE to fact-check and
ensure the accuracy of employee work that is intended for publication. Except to the extent required
by law, IHE will not surrender and will maintain the confidentiality of an employee’s sources,
notes, records, documents, films, photographs or tapes relating to the employee’s authorized,
approved performance of work for IHE. IHE will promptly notify the employee concerned, and the
Guild, of any demand on IHE for surrender or disclosure or authentication of the confidential
material described above when legally permissible. Likewise, the employee will promptly notify
IHE of any demand for such surrender or disclosure or authentication made upon them when legally
permissible.

ARTICLE XXIIl - COPYRIGHT

Employees recognize that all work created by employees during their period of employment with IHE and
within the scope of their employment is owned by IHE. This shall not prevent employees from creating
transformative works based upon their original reporting - such as books, podcasts or magazine articles,
with credit to IHE, which they own. Reporters and designers may use and reproduce their work - articles,
images and podcasts - in a personal portfolio, not for commercial purposes.

Should any employee’s work be made available for option or purchase, any contract must be agreed upon by

both the Employer and the Employee and option and or purchase revenue shall be split equally between the
Employer and the Employee.

ARTICLE XXIV — DURATION AND RENEWAL

This agreement shall be effective for a three-year term beginning 1 December 2024 and expiring on 30
November 2027. Upon written notice by either party to the other at least 60 days prior to the expiration date
of this Agreement, the Employer and the Guild shall promptly initiate negotiations for a new agreement.

FOR INSIDE HIGHER ED FOR WBNG, TNG-CWA LOCAL 32035
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ADDENDUM 1

The SPJ Code of Ethics is available at this link: https://www.spj.org/pdf/spj-code-of-ethics.pdf

The basic tenets of the code are as follows:

I. Seek Truth and Report It

II. Minimize Harm

III. Act Independently

IV. Be Accountable and Transparent


https://www.spj.org/pdf/spj-code-of-ethics.pdf
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