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Preamble 
 
This collective bargaining agreement (“Agreement”) is entered between Centro de Trabajadores Unidos 
en la Lucha (“CTUL” or “Employer”), and the Minnesota Newspaper and Communications Guild TNG-
CWA Local 37002 chartered by The News Guild-CWA (AFL-CIO), for itself and on behalf of the 
bargaining unit of eligible employees of CTUL that it represents (“Guild,” or “Union”). 
 
The Employer recognizes the Guild as the duly authorized collective bargaining representative for said 
employees. The jurisdiction of the Guild is defined as all work presently being performed for the 
Employer by the employees covered by this Agreement, and the performance of such work shall be 
assigned to employees within the Guild’s jurisdiction.  
 
Article 1: Recognition and Jurisdiction 
 

1. This Agreement covers all full-time and part-time non-supervisory staff who are now or who may 
hereafter be employed by the Employer, excepting employees in positions excluded by law, such 
as supervisors, managerial employees, interns, volunteers, confidential employees, temporary 
employees, independent contractors, and guards. See also Article 8: Employment Classifications. 
 

2. Subject to Section 1 of this Article above, the jurisdiction of the Guild is:  
a. All work either normally or presently performed by bargaining unit employees;  
b. New or additional work that the Employer assigns to be performed by bargaining unit 

employees; and/or  
c. New or additional work similar to the kind of work normally or presently performed by 

bargaining unit employees.  
 

3. The Employer will give notice to the Guild of any new positions that are created, including 
contractors, specific duration employees, and organizing fellows, during the term of the 
Agreement. If the Employer creates during the term of this Agreement a new position that the 
Employer asserts should be excluded from the bargaining unit, the Guild may initiate discussions 
with the Employer to challenge the excluded designation. In the event of a failure of the parties to 
reach an agreement on the status of a newly created position, the matter may be moved to 
arbitration pursuant to Article 13: Grievance and Arbitration, of the Agreement. 
 

4. The Employer will provide advance notice to the Union when a bargaining unit employee is 
being considered for placement in an excluded position and, upon request, will meet to discuss 
potential changes. 

 
Article 2: Information  

 
1. Annual Information. The Employer will furnish the Guild annually by February 1st the 

following information in connection with the employees in the bargaining unit: 
Name, hire date, job title, full time or part time, annual salary or hourly rate of pay, date 
of birth, race or ethnicity (when voluntarily provided), pronouns (when voluntarily 
provided), home address, mobile phone number, work email address. 

 
2. Notification of changes. The Employer shall notify the Guild in writing or electronically no later 

than thirty (30) days after any of the following events:  
a. newly hired bargaining unit employee- including all information listed above. 
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b. resignations, terminations, discipline, retirements, deaths, promotions and/or transfers out 
of the bargaining unit. 

c. salary/wage increases outside scheduled contractual increases granted by name of the 
employee, individual amount, resulting new salary and effective date. 

d. changes in written, formal job description responsibilities for bargaining unit employees. 
 

Article 3: Union Security 
 

1. All employees covered by this contract shall be required to become members in good standing of 
the Guild within thirty (30) days of the execution of this Agreement. New employees shall be 
required to become members in good standing of the Guild within thirty (30) days of their date of 
hire as long as this Agreement remains in effect. All employees shall, as a condition of employment, 
for as long as this Agreement remains in effect, maintain their membership in good standing in the 
Guild, or pay fees equivalent to membership dues. 
 

2. CTUL shall provide all unit employees, both current and new hires with the membership and dues 
deduction forms provided by the Guild as outlined in Appendix A of this Agreement. 

 
3. Upon an employee's voluntary written assignment, the Employer shall deduct from each paycheck 

of such employee and remit to the Guild within the following month an amount equal to Guild dues 
and any required initiation fees and assessments along with a wage report showing earnings and 
total hours compensated by category (regular, sick, vacation, etc.) for each payroll period within 
the previous month for each bargaining unit member. 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 schedule may be amended by the Guild with a written notice of thirty (30) days. 
An employee's voluntary written assignment shall remain effective in accordance with the terms of 
such assignment and applicable law. 
 

Article 4: Union Representation 
 

1. The Guild may designate a maximum of ten percent (10%) of the employees in the bargaining 
unit, but not fewer than two (2), as stewards. An employee serving as a steward who has been 
previously identified by the Union as such to the Employer in writing may investigate and settle 
grievance issues and present them to the Employer without loss of pay, provided that the amount 
of time spent on such grievance investigation activity is reasonable and does not interfere with 
other critical work responsibilities. The steward(s) shall inform their direct supervisor when 
performing grievance-related duties.  
 

2. Given at least two (2) weeks prior written notice, the Employer may grant a Union member up to 
thirty (30) calendar days of unpaid leave for the performance of Union business without loss of 
benefits or seniority. 
 

3. Employees will be allowed two (2) hours per month with pay to hold a meeting without 
management present. 
 

4. New Employee Orientation. The Guild will schedule sixty (60) minutes with pay for a union 
representative to meet with newly hired employees within the first month of employment to 
share information about the union and the collective bargaining agreement. 
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Article 5: Management Rights 
 

1. The Guild recognizes the right and authority of the Employer to operate and manage its affairs in 
all respects in accordance with its management rights and all existing and future laws. All rights 
and authority which the Employer has not officially abridged, delegated, or modified by this 
Agreement are retained by the Employer, including the right to hire, lay off, promote, demote, 
transfer, discharge, or discipline for just cause, require observance of reasonable rules and 
procedures, direct work, and determine the materials, means, and types of services provided.  

 
2. Notwithstanding this clause, the Employer agrees that it will give the Union at least two (2) 

weeks’ notice before adopting or changing any rule, policy, or practice having a significant 
impact on the terms and conditions of employment of one or more members of the bargaining 
unit. If the Union requests, the employer will engage in good faith negotiations, to agreement or 
impasse, before carrying out the change. 

 
Article 6: Organizational Communication and Participation 
 

1. Labor Management Committee (LMC). The purpose of the LMC is to promote 
communication, diversity, and increased effectiveness of CTUL staff as a whole. CTUL is 
committed to building a more effective, powerful, member led, democratic organization. There 
are many places in the organization where we all work to fulfill these commitments. The LMC is 
a space where employees offer generative pre-decisional input to organizational decisions that 
may affect relations between employees and management. The LMC is a space for the 
organization’s staff and management to discuss, debate and propose solutions around staff 
concerns and challenges beyond those addressed explicitly by this agreement. 
 
The LMC cannot change the language of the collective bargaining agreement. 

 
The Union and management shall designate up to four (4) representatives each for membership 
on the LMC. A representative of the Guild may attend LMC meetings at the bargaining unit 
members' discretion. Meetings shall be convened monthly on mutually agreed upon dates and 
times. Meeting frequency can be changed by mutual agreement of the Union and management 
representatives on the LMC. 

 
The position of facilitator of the LMC shall alternate, meeting by meeting, between the Union and 
a CTUL management representative. The facilitator is responsible for assuring the meetings are 
scheduled, confirmed, and do take place. In addition, the facilitator is responsible for co-creating 
an agenda with a member of the opposite party. The agenda should include mutually agreed upon 
standing agenda items and be delivered to all committee members at least one day prior to the 
meeting.  
 

2. CTUL leadership shall provide employees with a written agenda prior to any meeting of CTUL’s 
Board of Directors. The minutes/notes of the Board meetings will be made available to 
employees after the meeting, and a co-director will provide an update to all employees after 
Board meetings that includes highlights of decisions, discussions, and considerations that 
occurred. 
 

3. Budgeting Process and Accountability. The budgeting process of the organization will be 
approached with full transparency and be open to participation from all employees. 
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4. Contractors. The Employer will discuss in advance the potential need to retain a new contractor 
with bargaining unit employees who would work directly with them. The Employer will make 
final decisions about whether to retain a contractor. Once a new contractor is retained, the 
Employer will share with such employees the scope of work of the contractor and the nature of 
their working relationship with such employees. 

 
Article 7: Anti-Discrimination and Affirmative Action Policies 
 

1. Discrimination Prohibited. 
a. CTUL does not discriminate unlawfully or treat people less favorably on the basis of race, 

color, religion, sex, gender, gender identity or expression, national origin, ancestry, age, 
physical or mental disability, legally protected medical conditions including pregnancy and 
childbirth-family care status, veteran status, marital status, sexual orientation or 
identification, familial status, genetic information, status with regard to public assistance, or 
any other basis protected by law. CTUL prohibits discrimination against or harassment of any 
individual on any of the bases listed above.  

 
b. For information about the types of conduct that constitute harassment, please see the 

“Harassment” section below. 
 
c. This policy applies to all areas of employment, including recruitment, hiring, terminations, 

layoffs, training, promotions, compensation, benefits, transfers, and job assignments. It is the 
responsibility of every supervisor and employee to conscientiously follow this policy. Any 
employee who is subject or witnesses to discrimination or harassment that violates this 
section should promptly contact a supervisor or Human Resources.  

 
2. Harassment Prohibited.  

a. CTUL is committed to providing a workplace free of harassment which includes sexual 
harassment as well as harassment based on any of the protected classes listed in section 1(a) 
above or any other basis protected by law. 

 
b. CTUL strongly disapproves of and will not tolerate harassment of employees by supervisors,  

directors or by co-workers. 
 
c. Similarly, CTUL will not tolerate harassment by its employees of non-employees with whom 

CTUL employees have a professional relationship. CTUL will attempt to protect employees 
from harassment by non-employees in the workplace.  

 
3. Harassment Defined.  

a. Harassment may take the form of unwelcome verbal, physical, or visual conduct related to 
any of the legally protected classes described above. Such conduct constitutes harassment 
when: 

 
i. submission to the conduct is made either an explicit or implicit condition of 

employment; 
ii. submission or rejection of the conduct is used as the basis for an employment 

decision; 
iii. the conduct interferes with an employee's work performance; 
iv. the conduct creates an intimidating, hostile, or offensive work environment; or  
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v. the conduct consists of unwelcome physical proximity, innuendo, rumors, gossip, 
touch, leering, or advances. 

 
b. Harassment may include, but is not limited to, the following: slurs, jokes, statements, or 

gestures; assaults; impeding or blocking another's movement or otherwise physically 
interfering with normal work; and pictures, drawings, or cartoons based upon an employee's 
protected status. Sexually harassing conduct in particular includes all of these prohibited 
actions as well as other unwelcome or not returned conduct, such as requests for sexual 
favors, conversation containing sexual comments, and other unwelcome sexual advances. 
Sexually harassing conduct can be by a person of either the same gender or another gender. 

 
4. Reporting and Investigating Harassment.  

CTUL understands that victims of harassment are often embarrassed or reluctant to report acts of 
harassment for fear of being blamed, concern about being retaliated against, or because it is 
difficult to discuss sexual matters openly with others. However, no employee should have to 
endure harassing conduct, and therefore, CTUL strongly encourages employees to promptly 
report any incidents of harassment so that corrective action may be taken. Incidents of 
harassment, including work-related harassment by CTUL personnel or any other person, should 
be reported to your supervisor or to Human Resources. If staff do not feel the supervisor or 
Human Resources has addressed the issue, they should report this to a director for investigation. 
If still unresolved, the matter should be moved to the grievance process.  
 

5. Retaliation Prohibited.  
CTUL will not tolerate retaliation against any employee for making a good-faith complaint of 
harassment or for cooperating in an investigation. No adverse action will be taken against any 
individual for good faith reporting of harassment. Retaliation by any CTUL employee against an 
individual reporting harassment is an unauthorized violation of CTUL policy and will lead to 
disciplinary action. Employees serving in the role of a union representative will not be retaliated 
against by CTUL for representing co-workers accused of harassment or for representing co-
workers who have made a harassment complaint(s). 
 

Article 8: Employment Classifications 
 

1. Regular Employee – Full Time or Part Time: 
a. Regular permanent Full-Time Employee: Works at least 80 hours in the pay period and is 

eligible for the benefits described in the handbook. 
b. Regular permanent Part-Time Employee: Works fewer than 80 hours per pay period and 

may or may not be eligible for benefits.  
 

2. Temporary Employee – Full Time or Part time: Employees expected to be employed for less 
than six months. At least two weeks before a temporary employee’s anticipated end date, CTUL 
will notify the Guild if it intends to retain a temporary employee beyond six (6) months, whether 
or not it intends to convert them into a regular employee. If a temporary employee is converted 
into a regular employee, they will be granted seniority as if they had been a regular employee 
from the start, if the employment has been continuous. Temporary employees are not covered 
under the collective bargaining agreement with the staff union. 
 

3. Contractors and Temporary Contract Supervision: Contractors are external individuals or 
entities retained to perform functions under contract with the Employer. Contractors are not 
CTUL employees and are not eligible to be in the Union bargaining unit. In circumstances where 
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contractors may temporarily direct the work of bargaining unit employees, they may not 
unilaterally hire, fire, or discipline them. 
 

4. Unpaid Interns: Unpaid Interns are not eligible to be in the Union bargaining unit. 
 

5. Exempt and Non-Exempt Employees: While the majority of CTUL staff are classified as 
exempt employees, there are certain cases where staff may be classified as non-exempt, and 
therefore eligible for overtime pay in conjunction with applicable state and federal laws.  
 

6. Specific Duration Employees: Employees who are hired for a specific duration will receive 
written notice at least three (3) months before the end of the specified duration of employment. At 
this time, CTUL may offer employees hired for a specific duration the option to stay on as regular 
employees based on need of the organization and available funding. If the employer fails to give 
timely notice, the employee will have the option to resign on the agreed upon termination date 
and receive severance pay of one week for every six (6) months or portion thereof of the 
employee’s tenure at CTUL, up to a maximum of six (6) weeks. Specific Duration employees are 
eligible to be in the bargaining unit, as long as they meet the criteria outlined in Article 1: 
Recognition and Jurisdiction. 
 

7. Organizing Fellows. Organizing Fellows may be brought on staff for the purpose of member 
leadership development for up to six (6) months and will not be a member of the Union 
bargaining unit. Members in such roles are not regular employees and as such will not be subject 
to the policy that staff cannot serve on the board. 

 
Article 9: Hours and Workload Flexibility 
 

1. CTUL is committed to supporting employees in balancing the demands of their work and non-
work lives. CTUL recognizes that working for a member-based organization means that most 
employees, especially Organizers, have to work nonstandard hours, including evenings and 
weekends, and employees carry significant workloads that can vary considerably through the 
course of the year.  
 

2. Employees shall work with their supervisors to set workload expectations that allow an employee 
to generally, with some exception, complete their normally assigned work within a two week pay 
period of eighty (80) work hours for full-time employees. The employee’s supervisor will work 
with the employee to make adjustments to the employee’s workload as needed to mitigate 
excessive workloads.  

 
3. The Employer will make reasonable efforts to provide employees with two (2) consecutive full 

days off during each 80-hour pay period, subject to organizational needs. Employees shall work 
with their supervisor to schedule days off. When organizational needs prevent two consecutive 
full days off in an 80 hour pay period, the supervisor will work with the employee to adjust hours 
and use their recuperation hours. 

 
Article 10: Hiring Policies 
 

1. Internal Posting. The Employer will send any job postings via email to the full CTUL staff five 
(5) business days before the position is posted externally. 
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2. Hiring Committee. The Employer will use a hiring committee process for hiring new employees 
at CTUL unless this policy is waived by mutual agreement of the LMC. When the Employer uses 
a hiring committee, at least one Union member will be a participant in that process. In the case 
that no Union member expresses interest in joining the hiring committee within five (5) days of 
the request, the process can continue without a Union member participant. The full hiring 
committee shall have access to the complete set of applications received and may review the 
entire set and provide input on a timely basis to the person in management responsible for final 
decision on hiring. The hiring committee shall determine which candidate(s) will be invited to be 
interviewed. The full hiring committee shall be invited to each candidate’s interview. After all of 
the interviews are concluded, the hiring committee shall meet to discuss the candidates. The 
hiring committee shall recommend to the Employer the candidate(s), if any, that it considers to be 
best qualified for the position(s). The Employer has full discretion to make final hiring decisions. 
 
Union members on the hiring committee will have their workload expectations adjusted to allow 
full participation on the hiring committee. 
 

3. Internal Applicants. If an existing employee declares interest in a vacant position before it is 
externally advertised, the Employer shall interview the internal candidate prior to any external 
candidates provided the internal candidate satisfies the minimal qualifications for the position. 
The Employer is not required to make a decision before interviewing external candidates. 
When a union employee is within a pool of applicants for a position, any Union members on the 
hiring committee will not be from the same department as the Union employee applicant’s current 
department. 
 
Where an internal employee candidate is not awarded a position, upon request, the Employer 
shall meet with them to discuss the reasons that the employee was not selected. 
 

4. Job Postings. All postings or announcements for vacant bargaining-unit positions, whether 
existing or newly-created, will include the following sentence: “This position is covered under the 
terms of a collective bargaining agreement with the Minnesota Newspaper & Communication 
Guild, TNG-CWA Local 37002.” 
 

5. Job Offer. A formal offer of employment will include a full job description of the position, full 
benefits description, and the agreed-upon starting salary. 
 

Article 11: Probationary Period 
 

1. Probationary Period. Regular full-time and part-time employees are on probation status for their 
first ninety (90) calendar days of employment (based on full-time equivalent) in a particular 
position at CTUL. The five (5) days that include July 4 and the Christmas Eve to New Year’s 
Day breaks will not be counted as part of the probationary period.  
 
The purpose of the probationary period is to allow the new employee and CTUL to assess 
whether the relationship is a good fit. Probationary employees may be terminated without use of 
the just cause standard and without recourse to the grievance and arbitration procedure. 
 

2. Probationary Review. Approximately sixty (60) days into the probationary period, a new 
employee will receive an informal review of the employee’s performance to date, including any 
specific weaknesses in skills or performance which, if not corrected, could result in discharge 
prior to the expiration of the employee’s probationary period. Probationary employees will have 
the opportunity to provide feedback to their lead through use of a standardized form. The 
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completed form will also be shared with the lead’s supervisor. Employees will not be retaliated 
against for providing this feedback. 

 
3. Extension of Probation. The Employer may extend this probationary period for up to an 

additional sixty (60) calendar days upon notice to the Guild with a statement regarding the reason 
for the probationary extension.  

 
Article 12: Discipline and Discharge  
 

1. Discipline and Discharge. No discipline or discharge shall be implemented without just cause. It 
is expressly understood and agreed that egregious offenses such as, but not limited to, assault, 
expressing intention to cause physical harm, theft, intentional destruction of property, and 
discriminatory harassment of members or co-workers in violation of Employer policy, and no-
call/no-show of three or more days within two weeks without a reasonable explanation of why the 
absence wasn’t communicated to the employee’s supervisor, meet the standard of just cause for 
termination. 
 

2. Required Time Off Pending Investigation. The Employer may place an employee who is the 
subject of an investigation on a paid investigatory break. It is understood that such investigatory 
time off does not constitute disciplinary action unless later converted to such by the Employer. 
 

3. Union Representative. An employee shall be given the opportunity to have a Union 
representative present at any investigatory meeting that may result in discipline, where discipline 
will be administered and in all grievance meetings. An investigatory meeting shall not be 
unreasonably delayed in the event a Union representative is unavailable. 
 

4. Progressive Discipline. The purpose of discipline is to encourage employees to take corrective 
actions and make improvements in their work performance and work habits. Discipline is a 
corrective tool, not punishment. Human Resources will be involved in managerial disciplinary 
decisions and will be present when formal discipline is administered to an employee. Generally, 
formal discipline will follow informal coachings and be administered in the following order: 
 
a. Verbal Warning – If the employee is not meeting goals, not completing job requirements, or 

there are other issues that may impede the work of the organization, the supervisor will give a 
Verbal Warning. A Verbal Warning is spoken to an employee and a follow-up email is sent to 
the employee by the supervisor so that there is transparency on what the performance issue(s) 
is. 

 
b. Written Warning – If performance does not improve within a reasonable timeframe the 

employee will receive a written warning. The supervisor and employee will collaboratively 
create a Performance Improvement Plan (PIP) with reasonable and attainable goals. An 
employee will be provided three months to accomplish the goals stated in the PIP without 
being subject to additional discipline related to the performance issues identified in the PIP. 
The employer may extend the PIP beyond three months if an employee is making 
improvement towards the PIP’s goals. 

 
A Performance Improvement Plan (PIP) is not required for matters relating to attendance and 
tardiness. Those issues may be addressed through a 45-day improvement period in which the 
Employer will document and address concerns with the employee and give the employee the 
opportunity to improve. Following the 45-day improvement period, the employee may be 
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subject to progressive discipline. The employer shall notify the Guild when a 45-day 
improvement period has been issued. 

 
c. Final Warning – If performance does not improve within the given timeframe, the employee 

will be given a Final Warning. 
 
d. Discharge – an employee’s termination requires explicit written consent of an Executive 

Director. 
 

5. Generally, warnings older than one (1) year will not be considered for purposes of future 
discipline, unless the prior warnings establish a pattern of misconduct for the same behavior or 
other extenuating circumstances, including but not limited to discrimination or harassment. 
 

6. If an employee is within any stage of formal discipline above and the Employer has new concerns 
regarding the employee’s performance or behavior, the employee will receive informal coaching, 
and be given a reasonable time for improvement before the new concerns are included in the 
formal disciplinary progression. 
 

7. No Employee shall be disciplined or provided discharge notice while on paid sick leave, vacation, 
or an approved leave of absence except in the instance of gross misconduct or where such 
approved time off exceeds two weeks. 

 
Article 13: Grievance and Arbitration 
 

1. A grievance is defined as a dispute concerning the interpretation or application of any provision 
of this Agreement. In the event the Guild has a grievance, it shall be adjusted according to the 
procedure below. The purpose of this procedure is to secure, in the easiest and most efficient 
manner, resolution of grievances. 

 
Step 1. A good faith effort shall be made to resolve any grievance between an aggrieved 
employee or group of employees and their immediate supervisor. An aggrieved employee(s) may 
have a Union representative’s assistance with Step 1 upon request from the employee. Any 
settlement or resolution reached at this step is not precedential. 
 
Step 2. If a settlement is not reached in Step 1, and the Guild wishes to initiate a formal 
grievance, it shall be set forth in writing and include the following information: the nature of the 
grievance, the facts upon which it is based (including the date of the occurrence or event giving 
rise to the grievance), the section(s) of the Agreement allegedly violated, and the relief requested. 
No grievance shall be accepted which has been filed more than twenty-one (21) calendar days 
after the occurrence of the event giving rise to the grievance or twenty-one (21) calendar days 
after Employee or Employees, through the use of reasonable diligence, should have had 
knowledge of the event. Within fourteen (14) calendar days after receiving the written grievance, 
The Employer and the Guild shall arrange a meeting to attempt to resolve the grievance. The 
Employer shall give its written response to the grievance to the designated Guild Representative 
within fourteen (14) calendar days following the meeting.  
 
Step 3. If no satisfactory settlement of the grievance is reached at Step 2, either the Employer or 
the Guild may make a written request to participate in a nonbinding mediation of the grievance 
with the Federal Mediation and Conciliation Service (FMCS) or another mutually agreeable 
mediator within fourteen (14) calendar days after the Step 2 written answer is received or due. 
Participation in mediation under this Step 3 is voluntary and must be agreed to by both the 
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Employer and the Guild. If both parties agree to participate in mediation, it shall be conducted 
and completed before either party submits the grievance to arbitration.   
 
Step 4. If mediation is unsuccessful in resolving the grievance, a request to participate in 
mediation is declined by one of the parties, or a timely request to participate in mediation is not 
made by either party, the Guild may submit a written demand for arbitration following the 
conclusion of the mediation, a declined timely request to participate in mediation, or the 
Employer’s response to the Step 2 meeting. Such demand must be submitted to the Employer in 
writing no more than thirty (30) calendar days after mediation is unsuccessful, declined, or not 
timely requested (the date of failure to timely request is the day following the 14-day time period 
to request mediation). Any arbitration requested under this Step 4 will be administered by the 
FMCS or another mutually agreeable arbitrator.  

 
Within ten (10) calendar days after receipt of a written demand for arbitration, the parties shall 
confer to select an arbitrator. If the parties are unable to agree on one arbitrator, the party 
demanding arbitration may request a list of seven (7) prospective arbitrators from the Federal 
Mediation and Conciliation Service. Each party shall take turns striking one name from the list 
until one name remains, which identifies the selected arbitrator. The party demanding arbitration 
strikes first. The party demanding arbitration shall bear any initial filing fees. The fees and 
expenses of the selected arbitrator shall be shared equally by the Employer and the Guild, 
however, neither party shall be obligated to pay any portion of the cost of a stenographic 
transcript without prior consent. Additionally, each party shall be responsible for the costs and 
expenses of its own representatives and witnesses. The Arbitrator shall interpret this Agreement 
based on the intent of the parties and cannot add to, delete from, or modify this Agreement. The 
Arbitrator’s award shall be final and binding on the Employer, the Guild, and the employees 
covered by this Agreement. 

 
2. The time limits established in this article may be extended by mutual written agreement between 

the Employer and the Union. If a grievance is not presented within the specified time limits, it 
shall be considered waived. If a grievance is not appealed to the next step within the specified 
time limits, it shall be considered resolved on the basis of the last answer provided and there shall 
be no further appeal or review. In the event the Employer does not respond within the specified 
time limits, the grievance may advance, at the Union's request, to the next step. 

 
Article 14: Compensation 
 

1. Apprentices. The Employer will establish an apprentice level position for new hires with less 
than one year of experience in the field for which they are hired. The initial minimum apprentice 
level annual salary will be $2,000 below the minimum base annual salary.  

 
An employee may be promoted to the base level pay scale before their one-year anniversary at 
CTUL, at the employer’s sole discretion. At the one-year anniversary of hire, the employer will 
elevate the employee to the base level pay scale or may choose to extend an employee’s status at 
the apprentice level for up to three months, under the guidance of a Performance Improvement 
Plan (PIP), provided the employee has already received coaching and support for performance-
related issues. A PIP in this circumstance is considered a written warning for purposes of 
compliance with Article 12: Discipline. 

 
2. Minimum Base Annual Salary. Effective the first full pay period following ratification of this 

Agreement, the minimum base annual salary for all current full-time employees in the bargaining 
unit will be $63,500. 
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3. Longevity Raise. After applying the new minimum salary above, all employees who have been 

employed for three (3) or more years at CTUL, will receive an additional $1,000 increase to their 
annual salary. Every four (4) years thereafter employees will receive an additional $1,000 salary 
increase. Employees who reach their 11-year anniversary at CTUL will receive a $2,000 increase 
to their annual salary. Effective upon ratification in 2026, any employees who have already 
reached their 11-year anniversary would receive this increase. 

 

Anniversary (years) Raise 

3 $1,000 

7 $1,000 

11 $2,000 

15 $1,000 

19 $1,000 

 
4. Raises. 

• Effective January 1, 2026, all employees shall receive a three percent (3%) salary increase or 
the new base salary, whichever is greater.  

• Effective January 1, 2027, all employees shall receive a three percent (3%) salary increase.  
• Effective January 1, 2028, all employees shall receive a three percent (3%) salary increase.  

 
5. Part-Time Employees. Minimum annualized salaries for regular part-time employees shall be 

pro-rated from the above full-time salary rates based on the percentage of a full-time schedule 
that the part-time employee is engaged to work.  

 
6. 401(k) Retirement Plan. This provision shall become effective within ninety (90) days following 

ratification of this Agreement. The Employer shall establish a 401(k)-retirement plan within that 
timeframe or as soon as practicable, subject to applicable legal, regulatory, and administrative 
requirements. Eligible employees may begin contributing after the plan has been established and 
legally approved pursuant to the terms of the plan. 

 
No later than eighteen (18) months following implementation of the plan, the Employer and the 
Union shall meet to review the plan's participation levels, costs, administrative requirements, and 
overall viability. During this review, the parties may discuss barriers to participation, 
opportunities to increase utilization, and whether modifications to the plan are warranted. 
Following the review, the Employer and the Union may mutually agree to continue, modify, or 
discontinue the plan based on participation levels, sustainability, and other relevant factors. 
 
The parties shall make any adjustments to this provision that are necessary to comply with 
applicable law by mutual agreement. 

 
7. End of year bonus. At the end of each calendar year, each employee shall receive a bonus of five 

percent (5%) of their earned salary income during the current year. Employees are encouraged to 
use the bonus for retirement savings. Employees who leave employment before the end of the 
year, and were not involuntarily terminated, will receive five percent (5%) of their salary received 
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in the current year through their separation date as a bonus at the time of their separation from 
employment.  

 
8. There shall be no reduction in salaries or hourly pay rates during the life of this Agreement.  

 
9. The Employer retains the right to pay employees above the minimums listed above, and offer 

additional salary increases and/or bonuses to those listed in this Agreement. 
 

10. Interpretation Differential. Qualified employees who have language interpretation in their job 
description shall receive a $1,000 bonus at the end of the year. No bargaining unit employee shall 
be required to provide language interpretation for more than five (5) hours in any workweek. 
Existing qualified employees may request to have this added to their job description. 

 
11. Retention and Transition Bonus. Employees who have been with the organization for a 

minimum of seven (7) years and provide at least three (3) months notice before leaving will be 
eligible for a retention and transition bonus. The bonus amount will be calculated as five percent 
(5%) of the employee's annual salary at the time of departure, based on their earnings over the 
last twelve (12) months. This bonus serves to acknowledge the employee's long-term 
commitment, facilitate knowledge transfer, and ensure a smooth transition for both the departing 
employee and the organization. Employees who have taken a sabbatical leave in the twelve (12) 
months prior to their resignation will be ineligible to receive the five-percent (5%) retention 
bonus. 

 
12. Paid Family and Medical Leave. The Employer shall pay the minimum percentage of the 

premium for Paid Family and Medical Leave required for employers under State law. 
 
Article 15: Mileage, Parking and Other Transportation Expenses 
 

1. Use of personal vehicle: Transportation reimbursement for employees who use their personal 
vehicle for work. 

a. Personal vehicle. Some positions require an employee to possess a personal vehicle. Job 
Descriptions and Job Posting will state that a personal vehicle is required for that 
position. 
 

b. Mileage. Upon ratification, the employer will pay mileage to employees who use their 
personal vehicle for required work trips at the rate of $0.72 per mile. Mileage between an 
employee’s residence and workplace is excluded from this policy. Mileage 
reimbursement is not available for use of employer provided rental vehicles. 
 

c. Parking. The Employer will fully reimburse all work-related parking for all staff.  
 

2. Use of public transit: Employees must produce receipts of purchase to be reimbursed for work-
related public transit costs. Travel between an employee’s residence and workplace is excluded 
from this policy. 

a. An employee who occasionally uses public transit may be reimbursed for the use of 
public transit for work-related travel. 

 
b. An employee who primarily uses public transit for work-related travel, shall be 

reimbursed for the cost of monthly transit passes if the cost of the monthly pass is equal 
to or less than the cost of reimbursing for all individual work-related public transit trips in 
that month. 
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3. Bicycle Users: Employees who primarily use a bicycle for work travel purposes at least five (5) 

months per year are considered bicycle commuters. Bicycle commuters may be reimbursed for 
bicycle maintenance expenses, to a maximum of one hundred dollars ($100.00) annually, upon 
documentation of the expenses.  

 
4. Ride services: Employees may be reimbursed for the use of a ride service for work travel 

purposes upon proof of purchase and description of an emergency or other extenuating 
circumstances. Reimbursements for ride services must be approved by an employee’s supervisor. 

 
Article 16: Benefits 
 

1. Regular full-time and part-time employees who regularly work more than twenty-four (24) hours 
per week will be eligible upon hire for CTUL’s health and dental insurance plans for the 
employee, the employee’s spouse/domestic partner, and the employee’s dependent children. 

 
2. Coverage. CTUL provides coverage for domestic partners and children. To qualify, an employee 

must share responsibility as head of household and will discuss with Human Resources to ensure 
that all forms are completed correctly. CTUL may require proof of common residency at each 
renewal period for domestic and marital partners. An employee will notify the employer of any 
changes in their family composition that affect the employee’s health and dental coverage.  

 
3. Health Insurance: The employer will continue to offer a health insurance plan comparable to the 

Blue Cross plan in effect at ratification of this Agreement. The employer will pay ninety percent 
(90%) of the cost of the health care premium for all levels of employee health insurance 
(employee only; employee plus the employee’s spouse/domestic partner; family coverage). 
 

4. Dental Insurance: Following ratification, the employer will offer a dental insurance plan to 
employees with optional coverage for the employees’ spouses/domestic partners and dependent 
children. The employer will pay one hundred percent (100%) of the cost of the dental insurance 
premium for all levels of coverage (employee only; employee plus the employee’s 
spouse/domestic partner; family coverage). 

 
5. Eyemed: The employer offers and pays one hundred percent (100%) of the premium for 

employee only eyeglass and contact insurance. An employee may purchase family coverage at the 
cost of an additional $5.61 per month. 

 
6. Life and Accidental Death and Dismemberment Insurance: CTUL will continue to provide 

Life and AD&D insurance at no cost to an employee.  
 

Article 17: Holidays 
 

1. Holidays. Full-time employees will receive a paid day off, prorated for part-time employees 
based on their normal working schedule, on the following days: 
• Martin Luther King, Jr. Day 
• Memorial Day 
• Juneteenth 
• Five days that include July 4, or the day the holiday is observed if July 4 is on a Saturday or 

Sunday 
• Labor Day 
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• Thanksgiving Day 
• Day after Thanksgiving 
• Christmas Eve Day through New Year’s Day (December 24 through January 1) 

 
2. Floating holidays: Additionally, all regular employees will be allotted three (3) days per year as 

floating holidays for employees to recognize and/or celebrate religious or cultural holidays of 
personal significance. 
 
Unused floating holidays do not carryover from one calendar year to the next and are not payable 
at termination of employment. 

 
In the first year of employment, floating holidays will be allocated as follows: 
• Hire date January -April, employee receives three (3) floating holidays 
• Hire date May-August, employee receives two (2) floating holidays 
• Hire date September -December, employee receives one (1) floating holiday 
 

Article 18: Vacation 
 

1. Annual vacation time for full-time employees is accrued as follows: 
• Up to 3 years employment at CTUL: accrual rate of 4.62 hours per pay period = fifteen (15) 

days/three (3) weeks annually 
• 3 years or more employment at CTUL: accrual rate of 6.15 hours per pay period = twenty 

(20) days/four (4) weeks annually 
 

2. Newly hired employees will receive five (5) days’ vacation on the employee’s first day of 
employment and will not accrue more than fifteen (15) days in the first year of employment. A 
new employee cannot use paid vacation in the first month of employment. 

 
3. Regular part-time employees accrue vacation on a prorated basis. 

 
4. Employees will request approval from their supervisor at least two (2) weeks in advance of taking 

more than one scheduled vacation day. If the supervisor has reason to deny an employee’s 
vacation request, the supervisor will provide an explanation of the denial within one week of 
when the employee made the request. The denial and explanation will be in writing to the 
employee, and copied to Human Resources.  
 

5. Management will strive to accommodate vacation requests. An employee will not be required to 
alter vacation days plans once they are scheduled. 

 
6. Accrued, unused vacation days will be paid out at termination of employment up to a limit of ten 

(10) days. Employees terminated for egregious offenses are ineligible for any pay out of accrued 
unused vacation days. 

 
Article 19: Paid Sick Leave and Paid Personal Government Business Leave 
 
The purpose of CTUL’s paid Sick and Personal Government Business (SPGB) leave is to ensure that 
employees can attend to their own health needs as well as those of their family members. All regular 
employees shall have unlimited sick and personal government business days for this purpose. 
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1. An employee will report to their supervisor if the employee needs to utilize SPGB time as soon as 
practicable. 

 
2. An employee may use SPGB time for a variety of reasons, including: 

a. To care for the health of oneself, of a family member, or of a member of household 
b. To address issues caused by domestic violence, abuse, sexual harassment, or stalking 
c. Court appearances 
d. Immigration-related appointments 
e. Renewing a driver’s license or government id 
f. To address issues related to the carceral system, including incarceration, visiting an 

incarcerated family member, or the reentry of a family member 
g. Supervisors may approve other uses, on a case-by-case basis 

 
3. SPGB leave for reasons (a) or (b) above is limited to two consecutive weeks. If more leave is 

needed for these purposes, an employee may apply for and use PFML leave. Please see Article 
20.4 for policies regarding PFML. 

 
4. SPGB leave for the care of a close family member or household member is limited to two (2) 

weeks annually for reasons (c) through (g) above. 
 
5. If the employer suspects a pattern of abuse of SPGB leave, an employee will be required to 

provide appropriate documentation to support continued use of SPGB leave. 
 
Article 20: Other Paid Time Off Benefits 
 
CTUL will continue to pay employer health benefits (including medical, dental and vision) and employer 
life and disability benefits on behalf of employees during the following types of paid time off: 

 
1. Recuperation Hours: the intent of Recuperation Hours is to ensure that after peak periods of 

work, an employee may take time off to recuperate. 
a. Each January, regular full-time employees will receive fifty-six (56) hours of recuperation 

time, and regular part-time employees receive prorated recuperation hours based on their 
regular schedule.  

b. Supervisors along with their team will determine when it is necessary to take recuperation 
time, which must be taken within four (4) weeks following peak periods. Supervisors must be 
advised of and approve the use of recuperation time at least forty-eight (48) hours in advance. 

c. Recuperation time does not roll over into a new calendar year. 
d. In the first year of employment, recuperation hours will be allocated as follows for the 

calendar year:  
Hire date January-April: employee receives fifty-six (56) recuperation hours 
Hire date May-August: employee receives forty-six (46) recuperation hours 
Hire date September-December: employee receives twenty-three (23) recuperation hours 

 
2. Sabbatical: After their seven (7) year anniversary of continuous full-time regular employment, 

an employee is eligible to apply for up to three (3) months of consecutive paid sabbatical leave if: 
a. The employee is in good standing at the organization (not under a performance improvement 

plan) 
b. The employee intends to continue their employment at CTUL after the sabbatical 
c. Employee has not requested and received a leave of any kind of more than a two (2) week 

duration (regular sick leave and vacation time exempted) such as parental leave, worker’s 
comp leave, special leave without pay, etc. within eight (8) months of their requested leave 
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Sabbatical time will be designed by the employee to be used for travel, study, writing, artistic 
endeavors, reflection, family time or any other pursuits that will enable and encourage renewal. 
The employee may not work for CTUL during the approved sabbatical time. 
 
An employee approved for Sabbatical will work with their supervisor to develop a plan for 
covering their work during their Sabbatical.  

 
3. Bereavement: Pending approval by a supervisor, an Employee may take up to five (5) days of 

paid bereavement leave to manage the immediate aftermath of the death of an immediate family 
member. This normally includes up to five (5) days of paid leave per occurrence.  
 
Immediate family members are defined as an employee’s spouse/domestic partner, parents and 
stepparents, siblings, children/stepchildren, grandparents, grandchildren, and in-laws/partner’s 
family. There are many nontraditional relationships that can be as important to CTUL employees 
as the relationships listed in immediate family members above that qualify for bereavement leave 
pending approval by the supervisor.  
 
After giving as much advance notice as possible to their supervisor, an employee may take one 
day of paid leave to attend a funeral without pre-approval from a supervisor. 
 

4. Paid Family and Medical Leave (PFML) 
a. PFML under Minnesota statutes Chapter 268B can be used in accordance with Minnesota 

state guidelines. Please refer to state guidelines for details. PFML can include: 
• Medical Leave 
• Bonding Leave 
• Caring Leave 
• Safety Leave 
• Military Family Leave 
 

b. CTUL will pay the difference between the employee’s Approved PFML benefit and their 
regular salary. 
 

c. No interruption to health care coverage or any other employer paid benefits will be caused 
by an employee utilizing PFML. 

 
d. In all cases covered by PFML, it is expected that the employee intends to return to CTUL at 

the conclusion of the leave of absence. Employees who return from leave will be restored to 
the same position or an equivalent position with the same pay, status, benefits, length of 
service, and seniority. 

 
5. FMLA. CTUL will provide leave that is consistent with the provisions of the Family Medical 

Leave Act (FMLA) even if it does not meet the FMLA’s definition of a covered employer. 
Employees may use accrued unused vacation paid time during FMLA approved time off or 
unpaid time off up to a maximum of six (6) weeks in a calendar year. 
 

6. Jury Duty. Employees will have no loss of pay while serving jury duty. Employees will submit a 
copy of the jury summons and daily time sheet to their supervisor. 
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7. Temporary unpaid leave. An employee may take temporary unpaid leave if approved by a 
supervisor. Any continued health coverage during the unpaid leave period must be approved by 
an Executive Director.  

 
Article 21: Staff Professional Development 
 

1. Professional development planning. At the beginning of each calendar year supervisors meet 
together with their teams as well as individually with their direct reports to establish a 
professional development plan for each employee that is intended to support the employee’s 
success in reaching their goals. Staff Professional Development Money and hours can be used to 
support the success of the individual’s development plan.  
 
Employees and supervisors will revisit the topic of staff professional development planning 
before midyear to verify that employees are receiving the support they need to reach their goals. 
In some cases, support may include the supervisor’s assistance in finding appropriate training 
opportunities. 
 

2. Staff Professional Development Money and Hours. The purpose of staff professional 
development money is to develop CTUL employees based on the intersection of movement, 
organizational and personal needs - CTUL aims to focus our support where those three (3) areas 
overlap; it is not a benefit apart from the work. 

 
a. At the beginning of their first full calendar year of employment (January), each staff member 

is allotted two thousand dollars ($2,000) per year of professional development money to use 
in the calendar year. At the beginning of their first full calendar year of employment 
(January), each staff member is also allocated up to one hundred (100) hours of paid staff 
time for professional development to use in the calendar year.  

 
b. The employee has a responsibility to initiate the use of that money and hours, and to work in 

partnership with their supervisor to determine the best use of the money and hours. Both 
employees and supervisors should be actively looking for leadership development 
opportunities for the employee. The supervisor is the final approver on the use of the money, 
in deep consultation with the employee. Lead and staff will decide on a follow up plan to 
integrate new trainings into the work.  

 
c. Appeals Process: If a supervisor denies an employee’s request to use staff professional 

development funds or hours, the supervisor must supply an explanation of the denial in 
writing. The employee may appeal the denial to CTUL Human Resources. If the Human 
Resources Lead is the employee’s direct supervisor, the employee may appeal the denial to a 
Director. 

 
d. Staff professional development money and hours will NOT be used for: 

• Mandatory trainings required by the organization for your position 
• Meetings/trainings/gatherings that are aimed at creating alliances, strategies or 

information that are an organization wide project rather than an individual one 
• As part of initial on the job required training 

 
e. New staff should work with their supervisors to determine the type and amount of training 

during their first year of employment. There are no specific allocations of funds or hours 
during this training period, but CTUL values the development and learning of new staff, and 



20 
 

negotiates training directly with new employees to develop a professional development plan. 
On their one-year anniversary of hire an employee will receive a staff professional 
development allotment for that calendar year based on their month of hire:  
• if hired in January-April: the employee is allocated the full amount of two thousand 

dollars ($2,000); 
• if hired in May-August: the employee is allocated up to one thousand four hundred 

dollars ($1,400); 
• if hired in September-December: the employee is allocated up to seven hundred dollars 

($700). 
 

f. Paid hours will be allotted to an employee on their one-year anniversary of hire for that 
calendar year based on their month of hire:  
• if hired in January-April: the employee is allocated the full allotment of up to one-

hundred (100) hours of paid staff time for professional development; 
• if hired in May-August: the employee is allocated up to seventy (70) hours of paid staff 

time for professional development. 
• if hired in September-December: the employee is allocated up to thirty-five (35) hours of 

paid staff time for professional development. 
 

g. The Labor Management Committee, or similar group containing management and Union 
employees, will meet to discuss appropriate uses of staff professional development money 
and will create guidelines for assessing staff professional development requests and/or lists of 
trainings.  
 

h. An employee may with prior approval from the Employer combine the annual two thousand 
dollar ($2,000) staff professional development allotment money across a two-year period to 
utilize for staff professional development purposes that exceed the annual allotment. For 
example, an employee may utilize three thousand dollars ($3,000) of staff development funds 
in one calendar year, and then have access to one thousand dollars ($1,000) in the next 
calendar year, for a total maximum of four thousand dollars ($4,000) over the two-year 
period. Combining the allotments for professional development funds cannot be retroactive. 

 
3. Language justice. In accordance with CTUL’s commitment to language justice, if employees 

wish to improve their skills in interpretation support or in Spanish or English, such language skill 
building will be prioritized after all skills necessary for their current job responsibilities. This 
includes but is not limited to using professional development funds for language classes or 
interpretation certificates. 
 

Article 22: Safety and Health 
 

1. The Employer agrees to provide a safe and healthy work environment.  
 
2. The Employer shall be responsible for providing Employees with the resources and equipment 

necessary to do their work. 
 
3. Employees shall not be penalized or discriminated against for reporting personal or workplace 

safety or health problems. 
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Article 23: Layoffs and Severance 
 

1. Seniority. 
a. Seniority shall be calculated from the employee’s hire date with CTUL.  

 
b. Any authorized leave shall not constitute a break in service, and any time spent on leave shall 

count as service time in the computation of length of service benefits.  
 

c. Seniority shall terminate if the employee quits or is discharged for just cause; fails to return to 
work at the expiration of an employer approved leave of absence; retires; or has a break in 
service of more than 60 calendar days. 

 
2. Layoffs. 

a. CTUL will give the Guild a minimum of four (4) weeks’ notice if contemplating layoffs, and 
will meet with the Guild, at the Guild’s request, to provide a rationale for the layoffs, which 
may include reduction in funds or programmatic work coming to a close. The employer will 
give a detailed written explanation of the criteria for determining which employee(s) will be 
subject to layoffs. 
 

b. CTUL will consider offers of voluntary separation from employees in the bargaining unit 
before involuntarily laying off employees. CTUL may accept or reject such offer in its sole 
discretion. Employees whose voluntary separation offer is accepted shall receive severance. 
The number of voluntary resignations accepted shall count toward the number of employees 
to be reduced. 

 
c. Any regular full-time or part-time employee in the Bargaining Unit who is to be laid-off shall 

be given a minimum of two (2) weeks’ notice in writing or shall give the employee the option 
of two (2) weeks’ pay in lieu of notice thereof. Employees may be expected to work 
throughout the layoff notice period. 

 
d. As severance, laid off employees will receive a minimum of two (2) weeks’ pay, or one (1) 

week’s pay for each year or portion of a year worked at CTUL, whichever is greater to a 
maximum of six (6) weeks’ pay.  

 
e. If a temporary employee is performing the work that any bargaining unit employee, who 

would otherwise be laid off, could perform or could be trained to perform within forty-five 
(45) days, the bargaining unit employee will be transferred to that work in lieu of being laid 
off. 

 
f. The Employer may offer an enhanced separation package to laid off employees. 
 

3. Recall. 
a. Employees shall retain recall rights for a period equal to their accrued Bargaining Unit 

Seniority for up to a maximum of one (1) year. 
 

b. If and when the Employer intends to fill an open Bargaining Unit position in a classification 
previously held by - or substantially similar to - an employee who is on layoff, that laid off 
employee shall be recalled (i.e., given the opportunity to return to work) before the Employer 
engages anyone else for the position.  
 

c. Employees shall be recalled per classification and position in reverse order of layoff.   
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d. An employee who does not respond within seven (7) calendar days to notice from the 

Employer of recall or posting of a position previously held (sent by certified mail to the last 
known address for the employee) shall forfeit all rights to recall and/or posting.  The 
Employer will also attempt to contact any such employee to notify them of their recall notice 
by telephone at the employee’s last known telephone number. 

 
e. After a period of sixty (60) consecutive days of employment at CTUL, an employee who is 

laid off from employment, and returns as an employee of the organization within two (2) 
years of their termination, shall receive credit for past service in the computation of pay and 
benefits. 

 
Article 24: AI and Surveillance 
 

1. Generative artificial intelligence will not be implemented by the Employer for the purposes 
of eliminating positions within the bargaining unit or reducing an employee’s hours. 
 

2. There shall be no requirement to install employee surveillance software or apps on personal 
computers or phones. 
 

3. Employees may be expected to use technology featuring generative artificial intelligence to 
assist in operations, including the collection, organization, and maintenance of information. 
The Employer will require all content containing elements generated by AI to be reviewed by 
humans for accuracy, quality, and ethical considerations before publication. 
 

4. Any new policy related to AI will be brought to an LMC or Special LMC for discussion 
before implementation. 
 

Article 25: Successorship 
 
This Agreement shall be binding upon the parties hereto and shall be binding upon any successors or 
assignees by merger, consolidation or otherwise, of either party. 
 
Article 26: Miscellaneous 
 

1. Employees will not be required to disclose outside employment/sources of income to CTUL.  
 

2. CTUL will endeavor to create an organizational calendar prior to the end of January each year 
that schedules major organizational events that could impede the scheduling of employee 
vacations or other scheduled paid time off. 

 
Article 27: Savings Clause 
 
Should any provision of this agreement be determined to be in violation of any federal, state, or local law 
or regulation, such determination shall not in any way affect the remaining provisions of the agreement 
which shall remain in full force and effect. The parties shall negotiate such modifications as are necessary 
for compliance with law. 
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Article 28: Length of Contract 
 
This Agreement shall be effective in the first pay period following ratification, and shall remain in effect 
until December 31, 2028 except as provided below. 
 
This Agreement shall be automatically renewed, on a yearly basis, thereafter unless either party shall 
notify the other at least sixty (60) days prior to the expiration date that it desires to initiate negotiations for 
a new contract to take effect on January 1, 2029. In the event such a notice is provided, the Agreement 
shall remain in effect during the period of negotiations. 
 
 
 
 
 
 
The parties have entered their signatures on this Agreement/ Las partes suscriben el presente Pacto 
Colectivo de Condiciones de Trabajo:  
 
For the Employer/ Por la Parte Empleadore:  For the Union/Por el Sindicato: 
 
 

Brian Merle Payne (Jul 9, 2026 13:38:05 CDT)
Brian Merle Payne

Claire Mathews-Lingen (Jul 10, 2026 08:34:38 EDT)

Allana Olson (Jul 10, 2026 13:34:12 CDT)
Allana Olson

Debbie Prokopf (Jul 13, 2026 11:13:19 CDT)

Caroline Dahl (Jul 16, 2026 12:18:51 CDT)
Caroline Dahl

Kali Suchy (Jul 16, 2026 13:59:24 CDT)

Gerania Mata-Guzman (Jul 17, 2026 11:47:08 CDT)
Gerania Mata-Guzman
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Appendix A: Dues Deduction Authorization Form 
 
ASSIGNMENT AND AUTHORIZATION TO DEDUCT UNION MEMBERSHIP DUES  
 
To: CTUL 
 
I hereby assign to the Minnesota Newspaper & Communications Guild from any salary or wages earned 
or to be earned by me as your employee, an amount equal to all union initiation fees, dues and 
assessments lawfully levied against me by the union for each payroll period following the date of this 
assignment as certified by the Minnesota Newspaper & Communications Guild.  
 
I hereby authorize and request you to check-off and deduct such amounts from each payroll period for 
which such initiation fees, dues and assessments are levied and the union so notified you, from any 
earnings then standing to my credit as your employee, and to remit the amount deducted to the Minnesota 
Newspaper & Communications Guild.  
 
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 union, whichever occurs sooner. I 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 yourself and the union, whichever 
period shall be shorter, unless written notice of its revocation is given by me to yourself and to the union 
by registered mail, or delivered to the union office in person, 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 collective 
agreement between yourself and the union, whichever occurs sooner. Such notice of revocation shall 
become effective for the calendar month following the calendar month in which you receive it.  


	Preamble
	Article 1: Recognition and Jurisdiction
	Article 2: Information
	Article 3: Union Security
	Article 4: Union Representation
	Article 5: Management Rights
	Article 6: Organizational Communication and Participation
	Article 7: Anti-Discrimination and Affirmative Action Policies
	Article 8: Employment Classifications
	Article 9: Hours and Workload Flexibility
	Article 10: Hiring Policies
	Article 11: Probationary Period
	Article 12: Discipline and Discharge
	Article 13: Grievance and Arbitration
	Article 14: Compensation
	Article 15: Mileage, Parking and Other Transportation Expenses
	Article 16: Benefits
	Article 17: Holidays
	Article 18: Vacation
	Article 19: Paid Sick Leave and Paid Personal Government Business Leave
	Article 20: Other Paid Time Off Benefits
	Article 21: Staff Professional Development
	Article 22: Safety and Health
	Article 23: Layoffs and Severance
	Article 24: AI and Surveillance
	Article 25: Successorship
	Article 26: Miscellaneous
	Article 27: Savings Clause
	Article 28: Length of Contract
	Appendix A: Dues Deduction Authorization Form

		2026-07-17T17:50:00+0000
	Certified by Adobe Acrobat Sign




