






































































18.2 The right to discipline and discharge Regular Full-time, Regular Part-time and 
Reduced Part-time Employees for just cause shall remain the prerogative of the Employer. It is 
agreed that in the case of any disciplinary action resulting from an Employee's inability or 
failure to perform his or her assigned functions in a manner consistent with the Employer' s 
standards of quality, the Employer shall demonstrate its judgment to have been {a) reasonable, 
and (b) applied uniformly to all Employees in the Bargaining Unit in similar situations. 

18.3 Where a Regular Full-time or Part-time or Reduced Part-time Employee's 
performance is unsatisfactory, the Foundation will take corrective action as follows: 

(a) The Foundation will communicate to the Regular Full-time, Regular Part-time or 
Reduced Part-time Employee in writing that his or her employment is at risk due to 
unsatisfactory performance. The Foundation will also provide the Employee a performance 
improvement plan in accordance with Section 18. l(e) if one has not been provided already. The 
Foundation will notify the Local Union as soon as possible or within at least two (2) days of the 
communication to the Employee; 

(b) After the time period provided in the performance improvement plan has expired, 
the Foundation may terminate the Regular Full-time, Regular Part-time or Reduced Part-time 
Employee's employment, or if in the Foundation' s discretion, the Employee's performance is 
improving, the Foundation may place the Employee on probation for a time period that the 
Foundation deems appropriate and that is reasonable. 

18.4 With respect to misconduct by Regular Full-time, Regular Part-time and Reduced 
Part-time Employees, the Parties are committed to a system of progressive discipline. However, 
progressive discipline may not apply in situations involving gross or willful misconduct 
including but not limited to behavior that creates an unsafe workplace or threat to the 
Foundation. Where progressive discipline is appropriate, the Parties agree that discipline will 
proceed as follows : 

(a) The Foundation will first give a Regular Full-time, Regular Part-time or Reduced 
Part-time Employee a written warning. The Foundation will notify the Local Union of any 
written warning as soon as possible but not later than two (2) working days after taking action; 

(b) If a written warning is received after the ratification of this Agreement and an 
Employee continues to engage in the conduct after receiving a written warning, the Foundation 
will give the Employee a final written warning notifying the Employee that failure to discontinue 
the conduct will result in termination. The Foundation will notify the Local Union of any final 
written warning as soon as possible but no later than two (2) days after taking action; 

(c) If the Employee continues to engage in the conduct after receiving a final written 
warning, the Foundation may terminate the Employee' s employment. The Foundation will 
notify the Local Union of any termination as soon as possible but no later than two (2) days after 
taking action; 

(d) At any step in the above described process, the Foundation, in its discretion, may 
require that the Employee also undergo remediation (including but not limited to complying with 
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a performance improvement plan, attending training, or other remedial action) or place the 
Employee on probation. 

18.5 A determination by the Foundation with respect to an Employee's termination for 
just cause, unsatisfactory performance or misconduct or progressive discipline of an Engineer 
shall be sustained unless an arbitrator determines that the Foundation has failed to exercise 
reasonable judgment with respect to the Employee's termination from employment. 

ARTICLE XIX 
DISPUTE RESOLUTION 

19.1 Purpose. The purpose of this Article is to establish the exclusive procedure for 
the resolution of disputes based on the Agreement, including the settlement of grievances. A 
grievance is defined as a dispute between an Employee or the Union, and the Employer, relating 
to the interpretation, application or violation of the provisions of this Agreement which could not 
be resolved through discussion between an Employee or the Union and the Employee' s direct 
supervisor or the Department of Human Resources. The Employer and the Union acknowledge 
the right of any individual Employee to raise a dispute with a supervisor without the assistance of 
the Union. The Employer and the Union acknowledge the right of any individual Employee to 
present a dispute or grievance directly to the Employer and to have such dispute or grievance 
processed as specified below, without the assistance of the Union, provided that any settlement 
made is not inconsistent with the terms of this Agreement, and the Union is afforded the 
opportunity to be present. The Employer and the Union agree that disputes and grievances will 
be resolved in an orderly and expeditious manner. Copies of all grievances will be forwarded to 
the Local Union 's President or the President's designee within two (2) calendar days after the 
grievance is filed . 

If a grievance is once settled, or if it is submitted in violation of the procedures set forth 
below, or is the subject of a final arbitrator' s award under Section 19.4, it shall be considered 
closed and not thereafter subject to the grievance or arbitration procedures of this Agreement, 
nor shall the same question or issue be the subject of a grievance or arbitration under this 
Agreement more than once except on a showing of changed conditions or a Party 's election to 
use arbitration as an alternative to judicial relief for failure to abide by the settlement or award 
disposing of the issue. 

Holidays, Saturdays and Sundays shall not be counted in computing time limits under this 
Article. 

To be considered under the grievance and arbitration procedure, the grievance must be 
signed and presented in writing, citing the specific provisions of the Agreement alleged to have 
been violated, the incident allegedly constituting such violation, and the date of the alleged 
violation. 

19.2 Grievance Procedure. 

(a) Step l. Employees and supervisors shall be encouraged to discuss issues 
regarding the application of the Collective Bargaining Agreement with the intent of answering 
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questions and resolving disputes at the department level. A NABET representative may be 
involved in such discussions at the request of the affected Employee or supervisor. 

If an Employee is unable to resolve a dispute with his or her supervisor or chooses to not 
raise a dispute with a supervisor, he or she will discuss the dispute with the Director of Human 
Resources or his or her designee in an attempt to resolve the disputes. Alternatively, 
representatives of the Department of Human Resources and representatives ofNABET agree to 
discuss the dispute, exchange information and attempt to facilitate resolution of outstanding 
issues prior to the filing of any grievance pursuant to Step 2. 

(b) Step 2. A grievance shall first be submitted to the appropriate supervisor or his or 
her designee with a copy to the Human Resources Director within thirty (30) calendar days after 
knowledge, by Employees involved in the incident, or, if none, by the Union, of the event or 
events forming the basis for the grievance. Within five (5) calendar days after such presentation, 
the grievance shall be considered by the appropriate supervisor and Director of Human 
Resources, or their designee, the aggrieved Employee and the appropriate Union Steward. In 
case of first step discussion of grievances raised by the Union where there are no identifiable 
Employees involved, the Union may be represented by the appropriate Union steward and one 
other Union official. The Employer shall give an answer within ten ( l 0) calendar days after such 
consideration. 

( c) Step 3. If the grievance is not settled satisfactorily on the basis of the written 
answer in Step 2, it shall, within five (5) calendar days after such written answer, be presented to 
the appropriate Director and the Human Resources Director or their respective designees, for 
further discussion. The Director and the Human Resources Director, or their respective 
designees, and a representative of the Union, along with the aggrieved Employee and the 
appropriate steward shall meet within ten (10) calendar days after the grievance is submitted at 
this step to discuss the matter. The Employer will give an answer in writing within ten (10) 
calendar days after such meeting. 

( d) Step 4. If the grievance is not settled satisfactorily on the basis of the written 
answer in Step 3, it shall, within 5 calendar days after such written answer, be presented to the 
appropriate Vice President, or his or her designee, with a copy to the Human Resources Director, 
for further discussions who, along with the aggrieved Employee and the appropriate Steward, 
shall meet within ten ( l 0) calendar days after the grievance is submitted at this step to discuss the 
matter. The Employer will give an answer in writing within ten ( l 0) calendar days after such 
meeting. 

(e) It is the Employer's intention to meet and answer grievances within the time 
limits provided for above. However, if a meeting is not held, or if an answer is not provided at 
any Step within the time limits specified, the grievance shall be deemed denied on the 20th 
calendar day following the presentation of the grievance at that level and the grievance may be 
carried to the next Step of the procedure. 
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19. 3 Submission of a Grievance to Arbitration. 

If a grievance has not been settled after being fully processed through the grievance 
procedure set forth in Sections 19. l and 19.2, or such procedures are waived, then either Party, 
by written notice to the other within twenty (20) calendar days after the Employer' s written Step 
3 answer, may submit such grievance to arbitration. 

Any Party that chooses to submit a grievance to arbitration shall submit such matter to 
the Labor Case Management Office of the American Arbitration Association that administers 
cases in Massachusetts. The Parties agree that an arbitrator will be selected and designated in 
accordance with the Labor Arbitration Rules of the American Arbitration Association, and that 
any arbitrator selected and designated must be able to schedule a hearing date within ninety (90) 
days of the date the matter is referred to him or her. 

Any arbitration hereunder shall be conducted in accordance with the Labor Arbitration 
Rules of the American Arbitration Association, specifically including the time limits for the 
delivery of the award, except that the Parties agree that the Expedited Labor Arbitration Rules 
shall not apply unless mutually agreed upon by the Parties. The Parties shall share equally in the 
compensation and expenses of the arbitrator. Grievances which do not involve identical or 
related issues shall be separately processed in arbitration proceedings under this Article. 

19. 4 Governing Principles. The function of the arbitrator is to determine the 
interpretation and application of specific provisions of this Agreement. There shall be no right of 
arbitration to obtain, and no arbitrator shall have any authority or power to award or determine, 
any change in, modification or alteration of, addition to, or detraction from, any of the provisions 
of this Agreement. 

The award of the arbitrator on any grievance submitted under the provisions of this 
Article and considered by him or her hereunder shall be final and binding upon the parties. If 
either Party contends that the arbitrator has violated the foregoing provisions and governing 
principles, it may move or commence an action, as the case may be, to vacate the award in any 
court of competent jurisdiction which shall resolve that question, and only that question, 
according to the words used in this Agreement their customary meaning in general usage. 

19.5 The arbitration hearing will be held at the premises of the Employer, provided that 
space is available. If no space is available, the hearing will be held at a hearing room at the 
American Arbitration Association or at the Doubletree Guest Suites Hotel, and the Parties will 
share the expense equally. In the event space is available and either Party objects to conducting 
a hearing at the Employer' s premises, the hearing will be held at a hearing room of the American 
Arbitration Association or at the Doubletree Guest Suites Hotel and the costs for the necessary 
accommodations will be paid by the Party which objected to holding the hearing at the 
Employer' s premises. 
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ARTICLE XX 

NO STRIKES - NO LOCKOUTS 

20. 1 No Strikes. The Union agrees that there will be no work actions, strikes (whether 
general, sympathetic or otherwise), picketing, boycotting, slowdown, stoppage of work of any 
kind, or any other interference with the Employer's operations during the life of this Agreement, 
by itself, its agents, members or Employees covered by this Agreement. 

20.2 No Lockouts . The Employer agrees not to conduct a lockout during the life of 
this Agreement. 

20.3 Discipline and Relief. The Employer may impose any disciplinary action, 
including discharge, upon any or all of the Employees involved in a violation of Section 20.1 of 
this Article, and may, in its discretion, apply different penalties to Employees participating in 
such violation. The Union shall have no right to question the Employer' s action under this 
provision except to question the factual issue of whether the disciplined Employee was in fact a 
participant. Also, the Foundation may seek immediate injunctive relief from an arbitrator or a 
court of competent jurisdiction. 

20.4 Struck Work. The Employer will not assign, transfer or require Employees to go 
to any radio or television station, transmitter, studio or property to perform the duties of 
employees who are on strike. 

ARTICLE XXI 

SAFETY 

21.1 The Employer agrees to continue to maintain such safety conditions as are 
necessary to protect and preserve the health and welfare of its Employees. The Union agrees to 
cooperate in the implementation and maintenance of safety rules and regulations. Accordingly, 
the Employer agrees to maintain a stationwide Safety Advisory Committee. Two (2) of the 
members of this committee will be Employees covered by this Agreement. The committee will 
be chaired by the Director of Physical Plants and/or the Human Resources Director. The purpose 
of the committee will be to make recommendations with respect to safety to the Employer. 
Alternatively, the Union agrees that if the Labor Management Committee can exercise 
responsibility for any matter that would have been handled by a separate Safety Advisory 
Committee, maintenance of a separate Safety Advisory Committee is not required. 

ARTICLE XXII 

GENERAL PROVISIONS 

22 .1 Employer and Union agree • that an obligation exists to train candidates with 
potential for success, and in particular, women and minority candidates; to become reliable 
career employees of the Employer. The Employer and the Union further agree to actively 
explore and consider a mutually agreeable training program for qualified candidates as soon as 
possible. 
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22.2 The Union and the Employer agree to abide by the recommendations of the all­
station Screen and Air Credits Committee or recommendations by the Labor Management 
Committee if it takes responsibility for these issues. 

22 .3 No Employee shall be required to furnish equipment or supplies. Any Employee 
who negligently loses or damages any such equipment furnished by the Employer for his or her 
personal use (including foul weather gear) shall, however, be expected to replace the same, if 
such loss or damage is the result of failure to exercise ordinary due care. 

22.4 The Local Union will keep the Employer currently informed as to the identity of 
Local Union officers and stewards. The Employer agrees to conduct regular quarterly meetings 
with not more than three (3) Union officials for the purpose of maintaining a harmonious mutual 
relationship. The Parties agree that these meetings will be most effective if the Vice President 
and Chief Technology Officer and the Director of Human Resources are available to attend, and 
reasonable efforts will be made to schedule such meetings to allow the opportunity for their 
attendance. Such officials shall not lose any regular pay for attending such quarterly meetings. 
Additionally, Local Union officers shall not lose any regular pay for conferences held by 
appointment with the Employer during the Employee's working time. (Overtime and penalties 
shall not result from such meetings.) In addition, the Employer will recognize a reasonable 
amount of time by the appropriate Union official, normally the steward, in the disposition of 
Steps 1 and 2 of the grievance procedure as time worked, provided there is no interruption of the 
Employer's operations. 

22.5 Subject to operating requirements, the Employer will grant not more than two (2) 
Employees at any one time a leave of absence without pay to attend Union conferences and any 
other Union business. Advance notice of four ( 4) weeks shall be provided whenever possible. 

22.6 A duly authorized representative of the International Union shall have reasonable 
access to enter the Employer' s premises for purposes related to this Agreement. The 
representative of the Union shall notify the Employer's Human Resources Director or his or her 
designee in advance of his or her arrival, including in such notification the time and initial 
purpose of the visit. While on the premises, the Union representative shall conduct himself or 
herself so as not to interfere with operations. 

22. 7 The Employer will provide bulletin board space for notices relative to Union 
matters by NABET-CW A. No derogatory or inflammatory material will be posted. 

22.8 It is understood that the Employee is expected to dress appropriately for the work 
scheduled and the existing or expected weather conditions if such scheduled work is out of doors 
and/or on remote. Nevertheless, the Employer will furnish two (2) sets of raingear for each EFP 
unit. In addition, two (2) sets of raingear will be provided and kept in the maintenance shop for 
use of Employees whose work assignment is changed and are thereby required to work in 
unexpected inclement weather. 

22 .9 It is agreed that the Employer may, at its sole option, publicize on any material 
produced by Employees in the Bargaining Unit covered by this Agreement, or on the packaging 
containing the same, or otherwise, the fact that such material has been produced under this 
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Collective Bargaining Agreement and the Union agrees to supply the Employer, at its expense, 
with official Union labels for its use under this provision. 

22.10 Successors. It is agreed that if the Foundation voluntarily sells, assigns, leases or 
otherwise transfers control or operation of the station, the Foundation will require the transferee 
to assume this Agreement and its obligations by specific provision in the Agreement of such 
transfer. 

22 .11 Bargaining Unit Members who are on the clock will be given an opportunity to 
attend the annual all staff meeting to the extent allowed by the need to maintain operations and 
meet production schedules, provided that such attendance does not result in any meal infractions, 
penalties or premium pay. Employees who are released to attend the meeting must do so. 

ARTICLE XXIII 

SCOPE OF AGREEMENT 

23 . I This Agreement is a complete agreement between the Parties covering wages, 
hours, and all other conditions of employment. The Employer agrees that it will negotiate with 
the Union during the term of the Agreement concerning any matter involving the wages, hours 
and working conditions of the Employees, which is not specifically provided for in this 
Agreement, and which is not the subject of any grievance, provided, however, that there shall be 
no change in this Agreement except by mutual consent of both Parties. 

23 .2 It is understood that situations where Employees on a given assignment 
voluntarily waive the applicability of a work rule by mutual agreement with the Employer do not 
constitute a change or modification of this Agreement. It is further agreed, however, that no 
such work rule waiver or informal grievance disposition shall constitute a precedent or be 
binding on the Union in any other situation. 

ARTICLE XXIV 

SEPARABILITY AND SAVINGS PROVISION 

24.1 If any Article or Section of the Agreement shall be held invalid by operation of 
law or by any tribunal of competent jurisdiction, or if compliance with or enforcement of any 
Article or Section should be restrained by such tribunal pending a final determination as to its 
validity, the remainder of this Agreement or the application of such Article or Section to persons 
or circumstances other than those as to which it has been held invalid or as to which compliance 
with or enforcement of it has been restrained shall not be affected thereby. In the event that any 
Article or Section is held invalid, or enforcement of or compliance with which has been 
restrained, as above set forth, the Employer and the Union shall enter into immediate collective 
bargaining negotiations upon the request of either Party for the purpose of arriving at a mutually 
satisfactory replacement for such Article or Section only during the period of invalidity or 
restraint. 
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ARTICLEXXV 

TERM OF AGREEMENT 

25 . l This Agreement shall become effective on the date of execution hereof and shall 
continue in full force and effect until midnight (Boston time), February 28, 202 l, and from year 
to year thereafter unless written notice shall be sent by either Party to the other Party not later 
than sixty (60) days prior to February 28, 2021, or the end of any such year thereafter, requesting 
amendments or changes. 

WGBH EDUCATIONAL FOUNDATION 

By2_d. L--
Ben~/ 
Chief Operating 'i)fficer & 
President, WGBH Business Services 
WGBH Educational Fou ation 

By 4./1 
. F~ 

Vice President, Human Resources 
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WORKERS OF AMERICA, AFL-CIO 
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Local President 
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